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ABSTRACT 

Volunteers have been working i n leisure-time 
s e t t i n g s f o r a long time. In f a c t i n d i v i d u a l s were givi n g 
d i r e c t leadership long before the e v o l u t i o n of p r o f e s s i o n a l 
t r a i n i n g f o r s o c i a l group work. Since the coming-of-age 
of p r o f e s s i o n a l t r a i n i n g , i t has been recognized that the 
desire to help others i s not enough. Personal q u a l i f i c a t i o n s , 
motivation, and knowledge influence the a b i l i t y of any i n d i 
v i d u a l to make a v a l i d c o n t r i b u t i o n to the welfare of others. 
I t i s with these considerations that the p r o f e s s i o n a l s o c i a l 
group worker must concern himself when working d i r e c t l y with 
volunteers. The p r a c t i c e of the group worker must be such 
that he can i n t e r e s t s u f f i c i e n t numbers of i n d i v i d u a l s i n 
d i r e c t leader-ship to o f f e r a s a t i s f y i n g program to the member
ship. He must be able to d i s t i n g u i s h desirable and undesirable 
q u a l i f i c a t i o n s at the time of a p p l i c a t i o n . He must be able, 
also, to provide the volunteer with the basic minimum of 
knowledge r e q u i r e d to work e f f e c t i v e l y . 

To obtain information regarding the volunteer 
recruitment and t r a i n i n g p r a c t i c e s , questionnaires were sent 
to ten leisure-time agencies employing s o c i a l group workers. 
The s p e c i f i c information thus obtained was complemented by 
information received i n personal interviews with represent
atives of the ten agencies. To f a c i l i t a t e comparison and 
evaluation, agency programs were divided into (a) recruitment 
and (b) t r a i n i n g , although these two parts of the t o t a l pro
gram are c l o s e l y i n t e r - r e l a t e d . 

The study throws l i g h t on both strengths and weak
nesses i n recruitment and t r a i n i n g programs. Some i n d i c a t i o n 
i s given as to what may be done to improve both parts of the 
t o t a l program and, consequently, provide better service to the 
community at large. I t i s animportant f i n d i n g that the 
p r o f e s s i o n a l workers i n t h i s f i e l d are p a r t i c u l a r l y concerned 
with r e c r u i t i n g and t r a i n i n g program volunteers, and are 
i n t e r e s t e d i n r a i s i n g community standards. The question of 
standard formulation i s opened up, but demands fu r t h e r 
research. 
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Tentative Standards for Recruitment and 

Training of Program Volunteers 

Today, nearly every major c i t y i n North America has 

a number of agencies — either public or private — devoted to 

recreation, leisure-time a c t i v i t i e s , and informal education. 

One r a r e l y hears of any agency which undertakes an extensive 

program without u t i l i z i n g the services of a substantial number 

of volunteers i n i n s t r u c t i o n and leadership r o l e s . The value 

of the services provided by these volunteers i s inestimable.. 

I t i s u n l i k e l y that an adequate recreational program could be 

carried on without them. There are several reasons for t h i s : 

there are i n s u f f i c i e n t trained workers i n group work and recre

ation to provide the volume of program required; there i s not 

enough money available to the agencies concerned to pay the 
1 

s a l a r i e s of trained workers i f they were available; and the 

great d i v e r s i t y of s k i l l s , knowledge, and leadership a b i l i t i e s 

available through volunteer service would be unavailable through 

the smaller numbers of f u l l - t i m e s t a f f . I t would seem then 

that — at l e a s t for the immediate future — program volunteers 

are a i n t e g r a l part of the s t a f f team i n recreation agencies i n 

Vancouver. 

1 For example, the Community Chest and Council of 
Greater Vancouver obtained only 90 percent of i t s fund r a i s i n g 
objective for 1957. 
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In a d d i t i o n to meeting t h i s necessity there are other 

values inherent i n the use of volunteer leaders. I t was on t h i s 

theme that E l l e n W. W. Geer wrote 

...that through a few tr a i n e d and appreciated 
volunteers more of the same high type can be 
r e c r u i t e d . 

and that 

...more important than the concrete assistance 
furnished by such a body of i n t e l l i g e n t volunteers 
must be rated t h e i r value as i n t e r p r e t e r s . . . . 1 

Occasionally, i n d i v i d u a l s may be a t t r a c t e d to the pro f e s s i o n of 

s o c i a l work or r e c r e a t i o n as a r e s u l t of t h e i r experiences as 

program volunteers. Even more frequently, students planning 

to enter these or c l o s e l y a l l i e d professions w i l l use a volunteer 

opportunity to determine i f he or she r e a l l y enjoys working with 

people i n such s e t t i n g s . These values are not immediately 

apparent i n the day-to-day execution of program duties i n an 

agency. They might oc c a s i o n a l l y be forgotten or neglected under 

the pressure of d a i l y work loads. 

There has been an assumption underlying the foregoing 

statements about the n e c e s s i t i e s and values of volunteers. I t 

i s that the agencies would use the services of the volunteer i n 

1 Geer, E l l e n W.W. "Volunteers i n S o c i a l Work". 
S o c i a l Work Year Book 1953« Eussel-Sage Foundation, p. 54-5. 
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an e f f i c i e n t , p o s i t i v e , and e f f e c t i v e manner. Such may not be 

the case, and then the values of volunteer leadership would be 

open to question and doubt. 

It i s the r e s p o n s i b i l i t y of the professional s o c i a l 

group worker to determine that adequate, professional standards 

are applied to volunteer service. Only through the a p p l i c a t i o n 

of such standards would there be any guarantee of the value of 

service offered. In this p a r t i c u l a r respect, volunteer service 

i s a tool i n s o c i a l work to be used as e f f e c t i v e l y and as e f f i 

c i e n t l y as possible. It should be subjected to standards, c r i 

t e r i a , and evaluation i n the interests of the membership, and i s 

similar i n t h i s way to any other tool used i n s o c i a l work. 

Community Problem 

A l l too often, however, the recruitment and training 

of these volunteers i s conducted on an ad hoe and formlessly 

empirical basis. There i s l i t t l e long-term planning for the 

assessment and s a t i s f a c t i o n of community needs;- the practices: 

adopted are seldom subjected to rigorous evaluative scrutiny; 

co-ordination between d i f f e r e n t agencies i n the same urban 

community i s often woefully lacking; and perhaps above a l l , 

l i t t l e e f f o r t i s made on the part of the i n d i v i d u a l agency to 

achieve f a m i l i a r i t y with the p o l i c i e s and a c t i v i t i e s of other 

organizations working with s i m i l a r problems. 

The recreational agencies i n Vancouver cannot be 

held wholly immune from these charges. For example, ...there 
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seems to be a c h a r a c t e r i s t i c vagueness about accepted procedures 

or appropriate standards for r e c r u i t i n g and training program 

leaders. There i s a body of opinion which maintains that 

volunteers can do the job i n t u i t i v e l y because theyare "interested 

and trying to help". Other professionals seem to operate on the 

premise that l i t t l e planning i s needed to help a volunteer do a 

sat i s f a c t o r y job. Or possibly s t a f f work loads do not permit 

professional s t a f f to give this matter as much attention as 

they f e e l i t requires. Whatever the reason, some agencies or 

s t a f f persons take a " l a i s s e y - f a i r e " attitude toward the recruit

ment and tra i n i n g of volunteer leaders. 

I f t h i s i s so, i t may be that i n th i s one area of 

practice s o c i a l workers i n group work and recreation have f a i l e d 

to consider the essentials of s o c i a l work pr i n c i p l e s and philoso

phy, and have neglected to apply the basic elements of profession

a l practice to t h i s problem. Is i t possible that workers do not 

approach volunteers, and the services they o f f e r , i n the same 

a n a l y t i c a l frame of mind that they would approach a c l i e n t , 

member, or groups? Is i t t a c i t l y assumed i n practice that one 

may forget the study, diagnosis, and treatment aspects of s o c i a l 

group work when dealing with volunteers? Are group workers 

prepared to accept the volunteers on the l e v e l at which they can 

function, and work from there, or do they suppose that volunteers 

are "pre-fabricated" at a sa t i s f a c t o r y l e v e l of performance? 

These and many more questions might be asked, but possibly one 
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general question would s u f f i c e i n summary. With what attitudes 

do professional s o c i a l workers approach their work with volunteers, 

and what e f f o r t s are made to ensure both s a t i s f a c t o r y performance 

and continual improvement? 

Recruitment and Training 

The importance of setting and maintaining adequate 

standards i n the use of volunteer services i s a common theme i n 

current group work l i t e r a t u r e . Wilson and Ryland state "... 

agencies which a t t r a c t the largest numbers of volunteers are the 

ones which set high standards, provide a sequence of training 
1 

courses, and off e r r e a l supervision". However, these authors 

do not specify what constitutes "high standards" of recruitment 

and t r a i n i n g . They are not alone i n this respect. Much has 
2 

been written about volunteers, but a good deal of t h i s material 

i s of too general a nature. Much has been written about what 

volunteers can do, why they volunteer, the rewards of volunteer 

service, etc. R e l a t i v e l y l i t t l e i s available, however, on such 

topics as standards for e f f e c t i v e recruitment and training pro

grams, and the q u a l i f i c a t i o n s of desirable volunteers. In regard 

to t h i s matter, i n f a c t , there seems to be no clear,widely-accept

ed statement available which would allow a d e f i n i t e formulation 

1 Wilson, G. and Ryland, G., Social Group Work Practice; 
Houghton M i f f l i n Company; The Riverside Press; Cambridge, Mass.; 
1 9 ^ 9 , P. 605. 

2 See bibliography for references. 
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of standards. For thi s reason, some attempt i s made here to 

formulate a tentative set of standards f o r recruitment and 

tr a i n i n g . 

Standards of Recruitment 

Recruitment begins with the recognition of the need 

for volunteer leaders. It includes the t o t a l undertakings of 

the agency to intere s t or s o l i c i t volunteer help to the point 

of accepting or rej e c t i n g the app l i c a t i o n of any given i n d i v i d 

ual. There are two major subdivisions,of recruitment, namely 

public i n t e r p r e t a t i o n on the one hand and selection on the other. 

The l a t t e r would include the screening, evaluation, and selection 

of applicants. 

Public i n t e r p r e t a t i o n and communication i s one of the 

most important parts of a sound recruitment program. On t h i s 

one part of the program may depend whether or not potential 

volunteers ever move to the point of wishing to do volunteer 

group leadership and, consequently, come to the agency. Wilson 

and Ryland make several suggestions for establishing and main-
1 

taining a healthy volunteer r e c r u i t i n g program. The recruitment 

program should be established on a year round basis. S p e c i f i c 

plans for recruitment should be made, including both personal 

and mass media contacts. S p e c i f i c volunteer job descriptions 

should be drawn up. On the above information, the jobs should 

1 Wilson and Ryland, Social Group Work Practice, p. 609. 
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be c l a s s i f i e d . The c l a s s i f i c a t i o n s should be publicized. As 

can be seen, th i s program i s primarily designed to disseminate 

information and stimulate inte r e s t among the l a y public. There 

are two additional points which might strengthen t h i s public 

re l a t i o n s program. The public i n t e r p r e t a t i o n should be designed 

to do more than just i nterpret information. - I t must also be 

designed to encourage enquiry from the lay public. A cautionary 

note should be included i n the program to prepare interested 

persons i n case i t i s necessary to rej e c t t h e i r a p p l i c a t i o n for 

any reason. 

I f the public r e l a t i o n s and in t e r p r e t a t i o n i s well 

done, then there i s a good chance that potential volunteers w i l l 

o f f e r t h e i r services. Agencies which a c t u a l l y reach t h i s l e v e l 

of development may f a i l to recognize the importance of adequate 

sel e c t i o n from among the applicants. Yet, good screening and 

selection procedures are essential to a sound volunteer program. 

Dimock and Trecker offer some invaluable guides for this phase 
1 

of the process. They state that the interview i s one of the 

most valuable means of screening applicants. The interview, has 

ce r t a i n shortcomings and for best r e s u l t s should be supplemented 

with measures that w i l l provide more objective information. To 

insure maximum value from the interview there are four basic 

precautions which may be taken. There should be careful pre

paration for the interview. This should include studying the 

1 Dimock, H.S. and Trecker, H.B., The Supervision of  
Group Work and Recreation; Association Press; New York} 194-9. 
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available information about the volunteer, and a l i s t i n g of 

points to be covered i n the interview. A guided interview, form, 

f l e x i b l e enough to allow for in d i v i d u a l adaptation, would tend 

to increase r e l i a b i l i t y . The preparation of an adequate record 

of the interview for review when f i n a l judgement i s to be made 

would also be most h e l p f u l . As part of thi s record, a rating 

scale of i n d i v i d u a l c h a r a c t e r i s t i c s would tend to diminish the 

"halo" e f f e c t of either a posit i v e or negative response to the 

person as a whole. I f possible, i n d i v i d u a l interviews with at 

leas t two q u a l i f i e d persons would tend to reduce error i n person

a l judgement. The fourth precaution which might be taken i s to 

have the interview of s u f f i c i e n t length to provide a reasonable 

sample of the interviewee's behaviour. 

These precautions are e s s e n t i a l l y aimed at getting 

information for the interviewer. However, the interviewee 

should receive information during these interviews also. The 

interviewer has the r e s p o n s i b i l i t y of informing the applicant 

as to what the volunteer job p o s s i b i l i t i e s are, and what the 

rights and r e s p o n s i b i l i t i e s are for a l l volunteers. 

As a means of assessing the q u a l i f i c a t i o n s of potential 
1 

leaders, the app l i c a t i o n form ranks f a i r l y high. There are two 

types of forms now used extensively. One asks for general i n -
2 

formation such as age, sex, in t e r e s t s , e t c As well as 

1 Dimock and Trecker, op. c i t . , p. 6 l . 

2 See Appendix A for sample ap p l i c a t i o n form. 



supplying t h i s type of information, the other seeks insight into 

the ind i v i d u a l ' s personality through i n t e r e s t and a c t i v i t y check 
1 

l i s t s . The applicants statements about these situations, when 

judged by pre-determined c r i t e r i a , provide a f a i r l y good basis 

for assessing his leadership insight. The authors add that a 

much wider use of this type of app l i c a t i o n form would seem to 

be warranted. 

References are widely used to determine applicant s u i t 

a b i l i t y but ac t u a l l y have rather l i m i t e d value. The reasons for 

this s i t u a t i o n are quite apparent. The applicant gives as refer 

ences the names of people whom he expects to have a favourable 

opinion of him. Many people who.write recommendations are i n 

capable of objective, c r i t i c a l appraisals. Quite frequently the 

form i n which the reference i s requested does not encourage 

o b j e c t i v i t y , even from those capable of discriminating thinking. 

There are a few minor considerations which relate 

p e c u l i a r l y to the evaluatory emphasis of the screening and 

sele c t i o n process. Here again the "halo" e f f e c t of a personal 

impression may be minimized by a purposeful delay of the evalu

ation for a few days afte r the interview. At t h i s time, after 

considering the applicant's maturity, motivation, a v a i l a b i l i t y 

i n terms of time, s k i l l s , personal q u a l i f i c a t i o n s , and general 

s u i t a b i l i t y a decision must be reached. The volunteer must be 

1 There are no instances of this type of app l i c a t i o n 
form i n use i n the Vancouver area. 
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n o t i f i e d of whether he w i l l receive a volunteer job or not. I f 

he i s not to be accepted immediately the applicant should be 

informed as to when he might expect to assume a leadership r o l e . 

I f hot to be accepted at a l l , then very close and careful i n t e r 

pretation should be given to insure that he knows why. I t i s 

imperative that the applicant not be " l e t go M : i n such a manner 

that he might harbour a negative reaction to the r e j e c t i o n of 

his a p p l i c a t i o n . Such a negative f e e l i n g could do immeasurable 

harm to the public r e l a t i o n s part of volunteer recruitment and 

even to the whole realm of volunteer group leadership i n l e i s u r e -

time agencies. 

Standards of Training 

Training of program volunteers may be divided into 

two broad categories. Wilson and Ryland outline these when 

they say that "...the volunteer needs s p e c i f i c t r a i n i n g before 
1 

he starts work and s p e c i f i c help a f t e r he has begun." These 

two important sub-divisions of t r a i n i n g might be termed pre

paration or orientation, and supervision. Before considering 

the s p e c i f i c information to be included i n a t r a i n i n g program, 

i t might be valuable to mention b r i e f l y a few of the more 

important methods of putting across such information to the body 

of volunteers. The Toronto Welfare Council found that four main 
2 

methods of t r a i n i n g were most valuable. The f i r s t of these i s 

1 Wilson and Ryland, on. c i t . , p. 609. 
2 Volunteers — To Have and to Hold; Recreation Volunteer 

Training Committee'; Toronto Welfare Council; 19 5̂  • 
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i n d i v i d u a l t r a i n i n g (supervision) which i s designed to help 

the i n d i v i d u a l with a s p e c i f i c job. The second i s t r a i n i n g i n 

a small group around a p a r t i c u l a r type of work; eg., arts and 

c r a f t s , gymnastics, etc. The t h i r d type of tr a i n i n g i s general 

agency t r a i n i n g for a l l volunteers. This might include such 

things as group discussions, movies, or information on the 

agency purpose, function, constituency, etc. The fourth type 

consists of community tr a i n i n g courses sponsored on an i n t e r 

agency basis or by a central co-ordinating agency. The focus 

of such a course might be on a c t i v i t y s k i l l s , teaching techniques, 

group, leadership, understanding of indi v i d u a l s , etc. There 

should be no chance of dupl i c a t i o n i n tra i n i n g between courses 

offered on a single agency basis and a multiple agency basis. 

The purpose of inter-agency courses i s not to replace i n d i v i d u a l 

agency t r a i n i n g but rather to avoid several agencies duplicating 

the same kind of course. I t should be remembered when consider

ing these various methods of tr a i n i n g , that the frequency with 

which each type i s used would depend upon the agency, the set

ting, and the program needs. 

Preparation or Orientation 

There i s a substantial body of information, knowledge 

and s k i l l which should be imparted to the volunteer during his 

e a r l i e s t contacts with the agency — even p r i o r , i f possible, 

to the commencement of a leadership placement. Some of i t 

may be given i n printed form, but much would have to be dealt 

with through personal contacts, meetings, or courses. This 
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information might be divided into three main sections, v i z . , 

general or background information, s o c i a l work p r i n c i p l e s and 

theory, and program s k i l l s . 

A tentative outline of the general or background i n 

formation might includes a statement of the purpose and function 

of the agency; a statement or plan of the s t a f f and administra

tive structure of the agency — at l e a s t as related to the 

volunteer and. his placement; some elementary knowledge of the 

community from which the membership of the agency comes; a 

statement of the respective roles of the volunteer and the pro

fessional i n the team approach to s o c i a l group work i n a l e i s u r e 

time agency; and s p e c i f i c d e t a i l and routine ( f a m i l i a r i t y with 

physical f a c i l i t i e s , equipment, program outline, hours of 

operation, etc. Some of these points might advantageously be 

covered by a printed statement of agency p o l i c i e s , routines, 

rules, and the l i k e , which the volunteer could keep for constant 

reference.. 

The volunteer should also have s u f f i c i e n t knowledge of 

the basic elements of s o c i a l work to be aware of and sympathetic 

with i t s goals. There i s much information of thi s sort that 

might prove valuable to the volunteer. It would be he l p f u l to 

have a s i m p l i f i e d statement of s o c i a l work p r i n c i p l e s as well as 

of the goals of s o c i a l group work. Following on t h i s , an 

analysis of the democratic process i n group work, an under

standing of basic leadership methods, and the essentials of 
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group behaviour and dynamics would be most valuable. Then, to 

become completely p r a c t i c a l , the leader must know how to u t i l i z e 

program materials to aid i n acheiving the relevant goals. Since 

much of t h i s information would be more meaningful i f the leaders 

i n question had experienced some leadership situations, any 

courses or leaders' meetings might be more advantageously held 

shortly after the majority of leaders had commenced th e i r place

ments. 

It i s also necessary for the future leader to have 

some degree of s k i l l i n program a c t i v i t i e s . This i s where the 

program s k i l l s workshop proves.- so valuable. The core of any 

such Workshop would l i k e l y be basic i n s t r u c t i o n i n the program 

a c t i v i t i e s pertinent to the leaders involved; eg., arts and 

c r a f t s , games, gymnastics, etc. To be e f f e c t i v e , t h i s should 

include an analysis of how leaders consciously use program 

a c t i v i t i e s and materials to forward social group work goals. I t 

may also be of value and interest to the volunteer leader to 

receive information about the resources available to him; eg., 

program resources ( s p e c i a l i s t s , books, films, etc.)-, community 

resources (out-trips, inter-group a c t i v i t i e s , etc), and s o c i a l 

work resources (the leader's supervisor, s o c i a l welfare agencies, 

and so f o r t h ) . And f i n a l l y a program s k i l l s workshop might 

b r i e f l y interpret to the leaders the value and necessity of 

having adequately planned and prepared suggestions available for 

groups, including alternate ideas. I f a suitable leadership 

candidate has received the e s s e n t i a l elements of an e f f e c t i v e 
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orientation process, he should have s u f f i c i e n t training to assume 

the leadership of a group with some degree of certainty, confidence 

and security. 

Supervision 

Having assumed the leadership of a group, the leader 

may then begin what i s probably the most extensive and most 

s i g n i f i c a n t part of h i s training experience, namely supervision. 

It i s i n this setting that his regular experiences with the group 

may be meaningfully interpreted to him to permit growth and to 

foster understanding. 

Supervision i s an on-going relationship between the 

volunteer leader and one s t a f f person. It should involve a 

regular meeting — frequency would depend on many variables — 

with additional help given to the leader when needed. There 

are two d i s t i n c t forms of supervision, each of which makes a 

unique contribution to the growth and education of the leader 

and complements the contribution of the other. These two forms 

are i n d i v i d u a l supervision and group supervision. The f i r s t 

offers help with the s p e c i f i c d e t a i l of one leader's placement, 

growth, development, and problems a r i s i n g from any phase of these. 

The in d i v i d u a l r e l a t i o n s h i p permits discussion of considerable 

i n t e n s i t y . Group supervision on the other hand i s concerned 

with the educative values common to most or a l l group behaviour 

and leadership development situ a t i o n s . I t also gives leaders 

an opportunity to r e a l i z e that many of the problems and phenomena 
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they have been observing are not peculiar to t h e i r s i t u a t i o n but 

also apply to group s i t u a t i o n with a much d i f f e r e n t focus. 

Supervision i s more nebulous than the other phases of 

a t r a i n i n g program and, consequently, i t s basic c h a r a c t e r i s t i c s 

are more d i f f i c u l t to define. However, some of the essential 

elements can be mentioned. One of the most immediate needs of 

the supervisory conference i s to offer to leaders help, guidance, 

and d i r e c t i o n with matters related to the group a c t i v i t y . Pre

paration and planning for group meetings and a c t i v i t i e s , develop

ment of both a short term and a long term plan for the group and 

group members, and development of an acceptable concept of the 

use of l i m i t a t i o n s and authority a l l come under th i s category. 

The volunteer should be given information concerning: 

(a) the rights and r e s p o n s i b i l i t i e s of the leader and 

h i s supervisor. 

(b) the p r a c t i c a l r e l a t i o n s h i p of the volunteer to 

the over a l l agency. 

Cc) the uses and values of group records. 

(d) background information on groups and group members. 

The supervisor should interpret the material i n the leaders group 

recordings to enhance their.value as a learning experience. 

Throughout the duration of his placement the leader should 

receive support, encouragement and recognition for e f f o r t and 

progress. I t i s a mutual r e s p o n s i b i l i t y of the leader and the 

supervisor to evaluate the leader's work. Periodic evaluations 

are h e l p f u l during the course of the placement to i l l u s t r a t e 
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learning,growth.,and achievement. - At the end of the volunteer's 

placement a-, f i n a l evaluation i s essential to determine the degree 

of s a t i s f a c t i o n achieved by both the agency and the leader. 

These evaluations should, i f possible, be undertaken i n conjunc

t i o n with the volunteer. The supervisor should a v a i l himself of 

every opportunity to express appreciation and recognition to the 

volunteer for the service rendered and the contribution made. 

The expression of appreciation by the supervisor may or may not 

be followed by an o f f i c i a l expression by the agency. 

Throughout th i s discussion of tr a i n i n g , consideration 

has only been given to agency and professional s t a f f needs. 

Professional e f f o r t s to t r a i n volunteers w i l l be f u t i l e unless 

volunteers' wishes are compatible with those of the s t a f f . What 

do volunteers hope to gain by serving i n a leisure-time agency, 

and what might they hope to gain from a tra i n i n g course? 
1 

John Pollock states that some of his most important findings 

are those which 

...indicated one factor which has been denied 
or neglected by some agencies... the consistent 
affirmation on the part of the volunteers that 
they want an i n i t i a l interview, t r a i n i n g and 
supervision on the job, and recognition of t h e i r 
e f f o r t s by the agency. 

2 
Florence Newbold also offers an answer to t h i s question. 

1 Pollock, J.O., The Program Volunteer i n Leisure-Time  
Agencies; M.S.W. Thesis; University of B r i t i s h Columbia; 1950. 

2 New-bold, F.L., "Volunteers i n Social Work". Social  
Work Year Book. 19191 :. . \ Russel-Sage Foundation, pp. *+77-79. 
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According to one student, volunteers want 
(a) a good educational l e c t u r e course, 
(b) t r a i n i n g by the s t a f f of a p a r t i c u l a r agency 
on problems p e c u l i a r to i t s work, (c) regular and 
frequent conferences and discussions with s t a f f 
members, (d) meetings with other volunteers f o r 
purposes of discussion..., (e) constructive 
c r i t i c i s m from s t a f f and jud i c i o u s p r a i s e , 
(f ) c a r e f u l placement with close follow-up, 
(g) discussion about the la r g e r aspects and 
problems of the agency and (h) required reading, 
and d i s c u s s i o n afterward. 

I f volunteers do want these things, there would seem to be 

no i n c o m p a t i b i l i t y between t h e i r desires and the needs of agency 

and s t a f f . Consequently, i t would be possible to evolve a 

f a i r l y workable and acceptable plan. 

L i m i t s of Study 

This study has e s s e n t i a l l y three f a c e t s . The f i r s t 

i s the development of a te n t a t i v e o u t l i n e of standards f o r the 

recruitment and t r a i n i n g of program volunteers. The second 

i s a survey of the current p r a c t i c e s of recruitment and t r a i n i n g 

of program volunteers i n leisure-time agencies employing t r a i n e d 

s o c i a l group workers i n Vancouver, B.C. The t h i r d , i s an 

evaluation of those p r a c t i c e s . 

There are two s p e c i f i c l i m i t a t i o n s whidh should be 

mentioned. In the f i r s t place t h i s study has been confined 

completely to the C i t y of Vancouver. Secondly, i n spite of 

the close r e l a t i o n s h i p to the general t o p i c , no attempt has 

been made to determine the s p e c i f i c c h a r a c t e r i s t i c s of an 

adequate volunteer. However, many s t a f f persons of the agencies 

contacted d i d state what 1hey consider to be the important 
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c h a r a c t e r i s t i c s of a desirable volunteer. 

Setting and Method of Study 

The setting for t h i s study i s the recreational and 

informal education agencies i n Vancouver which employ trained 

s o c i a l group workers. These ares Alexandra Neighbourhood 

House, Gordon House, Y.M.C.A. (Central), Alma Y.M.C.A., 

Fairmont Y.M.C.A., Vancouver East Y.M.C.A., Y.W.C.A. (Central), 

Pender Y.M.C.A., Vancouver East Y.W.C.A. and the Jewish Community 

Centre. Because of i t s d i r e c t involvement i n the recruitment 

and training of volunteers, the Volunteer Bureau of Greater 

Vancouver was also included i n the study. 

The information upon* which this study i s based comes 

from two sources, namely recent group work l i t e r a t u r e and the 

above-named agencies. From the l i t e r a t u r e , and i n the l i g h t 

of the writer's own professional experience, a tentative outline 

of recruitment and training standards Has developed. Local 

agencies were contacted to ask for their co-operation and a 

questionnaire was sent out inquiring about current practices i n 

the recruitment and trai n i n g of volunteers. Additional inform

ation was obtained through many personal interviews and telephone 

contacts. In the l i g h t of this information and i n view of 

the tentative outline of standards, the current practices i n 

recruitment and trai n i n g were evaluated. 



Chapter 2 

The Method and Extent of Recruitment Programs 

i n Several Leisure-Time Agencies 

When considering the recruitment programs of a number 

of agencies, i t i s very d i f f i c u l t to view them on a comparative 

b a s i s . There are many reasons f o r the d i f f i c u l t y . The f i r s t 

and foremost point to be considered i s the respective purposes, 

of the agencies concerned, because t h i s determines the service 

to be given to the membership. The service to be given w i l l 

i n turn define to some degree the jobs volunteers might do and 

the q u a l i f i c a t i o n s they would need. Consequently i t i s quite 

poss i b l e that agencies with d i f f e r i n g purposes might need v o l 

unteers with d i f f e r e n t s k i l l s or other q u a l i f i c a t i o n s . In 

such s i t u a t i o n s one would not expect to f i n d notably s i m i l a r 

recruitment porgrams. There are other points to be considered 

also butthey are a l l r e l a t e d to t h i s c e n t r a l consideration, 

eg., age group to be served, program a c t i v i t i e s and f a c i l i t i e s , 

sex of membership, etc. In view of the d i f f i c u l t y of con

s i d e r i n g several recruitment programs on a comparative b a s i s , 

some other plan might be b e t t e r . P o s s i b l y the strength of 

each program could be viewed to a s c e r t a i n the values and merits 

i t might hold f o r the recruitment programs of the other agencies. 

In t h i s way, each agency involved might l e a r n from what i t 

considers the applicable p o r t i o n of any given recruitment. 
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program with respect to i t s own purpose and needs. 

In view of the foregoing, what follows here, and 

subsequently i n Chapter I I I , w i l l c o nsist p r i n c i p a l l y of an 

itemized inventory of the recruitment and t r a i n i n g programs 

of ten major r e c r e a t i o n a l agencies i n Vancouver. The names 

and addresses of these agencies are l i s t e d below. 

Young Women's C h r i s t i a n A s s o c i a t i o n , 997 
Dunsmuir Stre e t 

Vancouver East Community Y.W.C.A., 788 
Commercial Drive 

Jewish Community Centre, 2675 Oak Street 

Young Men's C h r i s t i a n A s s o c i a t i o n , 955 

Burrard St r e e t 

Alma Y.M.C.A., 2556 Highbury Street 

Vancouver East Community Y.M.C.A.., 788 

Commercial Drive 

Fairmount Y.M.C.A., 4-054- Cambie Street 

Pender Y.W.C.A., 375 East Pender Street 

Gordon neighbourhood House, 1005 J e r v i s 
Street 

Alexandra Neighbourhood House, 1726 West 
7th Avenue 

The Central Y.W.C.A. 

In the year during which t h i s study was undertaken, 

there were 39 volunteers d i r e c t l y involved i n group leader

ship s i t u a t i o n s i n the Central Y.W.C.A. A l l but seven of 

these were women. Many were teachers i n the Vancouver schools 
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who were working with Hi-Y groups."1* In the Y.W.C.A., each 

s t a f f person with program r e s p o n s i b i l i t i e s i s responsible f o r 

r e c r u i t i n g s u f f i c i e n t volunteers f o r her department. Con

sequently, many methods are used to contact p o t e n t i a l volun-r 

teers; and with v a r i e d degrees of success. A pattern i s evident, 

however, i n the o v e r a l l p r a c t i c e of the departments concerned. 

The most frequently used methods,of contact are telephone 

requests to i n d i v i d u a l s , v i s i t s to i n d i v i d u a l s — mostly school 

p r i n c i p a l s , and l e t t e r s to i n d i v i d u a l s and groups. Less 

frequent methods of contact include v i s i t s to groups, contacts 

with the Volunteer Bureau of Greater Vancouver, and volunteer 

a p p l i c a t i o n forms. These forms are included i n the p r i n t e d 

program brochures with i n t e r p r e t i v e " m a t e r i a l , when the brochures 

are mailed out f o r f a l l and winter programs 

This type of recruitment program: seems to have f i l l e d 

the program need f o r volunteers. There were, i n f a c t , f i v e 

or s i x volunteer applicants who were not placed i n group leader

ship because the program had not expanded s u f f i c i e n t l y to use 

t h e i r s ervices. The main sources of volunteers, as might be 

expected, are very c l o s e l y r e l a t e d to the. most frequently 

used methods of ..recruiting. There are fourteen high school 

teachers working with Hi-Y groups i n the c i t y . They were, 

r e c r u i t e d p r i m a r i l y through the v i s i t s to p r i n c i p a l s . Eleven 

1 The Hi-Y groups are s o c i a l clubs which have been 
formed i n many high schools. They are dedicated to the Y.W.C.A. 
purpose and are j o i n t l y sponsored by the schools and the 
Y.W.C.A. 
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f r i e n d s of s t a f f workers were r e c r u i t e d as volunteers 

presumably through, the use of l e t t e r s or telephone c a l l s to 

them. In addition to these, there were eleven Y.W.C.A. members 

serving i n volunteer leadership capacity and three r e f e r r a l s 

from the Volunteer Bureau. 

In t h i s agency, when a need f o r a d d i t i o n a l volunteer 

help i n program i s recognized, consideration i s given f i r s t to 

leaders with previous experience i n the Y.W.C.A. In many cases, 

evaluations have been written concerning the volunteer's ser

vice and these are reviewed to determine whether or not any 

given volunteer should be asked to return to the agency i n 

t h i s capacity. I f a volunteer has proved s a t i s f a c t o r y i n the 

past, she would l i k e l y be asked i f she would be i n t e r e s t e d i n 

furt h e r group leadership. I f the experienced leader i s not 

a v a i l a b l e the s t a f f person might then ask i f she could recom

mend someone who might be s u i t a b l e . The f i n a l d e c i s i o n as to 

q u a l i f i c a t i o n s of any applicant would remain with the s t a f f 

person d i r e c t l y involved. 

New volunteers are frequently r e c r u i t e d from the 

membership. When the program information i s mailed to a l l 

members, i n t e r p r e t i v e material i s included explaining the need 

f o r volunteers and the wide v a r i e t y of jobs a v a i l a b l e . Anyone 

i n t e r e s t e d may then i n d i c a t e her i n t e r e s t e i t h e r by mail or on 

her membership r e g i s t r a t i o n form. Once an applicant has 

expressed an i n t e r e s t she w i l l be contacted and interviewed. 
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Occasionally, leaders f o r some of the younger groups are 

obtained by making a d i r e c t approach to i n d i v i d u a l s or groups 

i n the Young Adult program. 

Vancouver East Y.W.C.A. 

At the time t h i s study was undertaken there were 

twenty-nine volunteers used by the Vancouver East Y.W.C.A. i n 

program leadership s i t u a t i o n s . Only four of these leaders 

were men. However, i n t h i s agency the recruitment problem does 

not seem to be accute since a large majority of volunteers 

return to the agency from year to year. In the f a l l , a l l the 

leaders of the previous year, are again contacted by telephone 

to determine i f they would l i k e f u r t h e r experience i n volunteer 

leadership. The proportion of returning leaders has been 

estimated at ei g h t y - f i v e percent. Reasons f o r t h i s high' degree 

of c o n t i n u i t y may be found i n aspects of the t r a i n i n g program."1" 

S p e c i f i c attempts to r e c r u i t new. leaders are u s u a l l y 

d i r e c t e d i n three main ways. Notices are frequently placed i n 

the community weekly newspaper. While notices i n t h i s medium 

have proven valuable i n r e c r u i t i n g new members to program, 

there have been no s i g n i f i c a n t r e s u l t s i n terms of numbers of 

new and su i t a b l e leaders obtained. This method continues to 

be used, however, and i s considered a good i n t e r p r e t i v e prac

t i c e i f not an e f f e c t i v e method of recruitment. The Volunteer 

1 See Chapter I I I , Vancouver East Y.W.C.A. 
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Bureau has proved to "be a good resource f o r c e r t a i n types of 

leaders. P r i m a r i l y these are leaders with very s p e c i f i c s k i l l s 

f o r a c t i v i t y groups and teachers of various kinds of classe s ; 

eg., dancing, c r a f t s , etc. The t h i r d main method of t r y i n g 

to contact and r e c r u i t p o t e n t i a l volunteers i s through teachers 

and counsellors i n the high schools. The Vancouver East Y.W.C.A. 

has a committee member who i s a teacher at Vancouver Technical 

School. This teacher and the counsellors of several schools 

provide a valuable and h e l p f u l service i n recommending i n d i v i d u a l 

high school students who have expressed an i n t e r e s t i n leader

ship experience or who ind i c a t e leadership p o t e n t i a l . 

As was mentioned above, the main source of volunteers 

i s r eturning leaders from the previous year. In additi o n to 

co n s t i t u t i n g a large proportion of the t o t a l group these 

leaders a c t u a l l y tend to r e c r u i t more leaders. An example of 

t h i s can be found i n the case of twelve teachers of classes for 

New Canadians. Of the twelve, eight teachers had returned 

from the previous year and the remaining four had been r e 

c r u i t e d by the other teachers. In keeping with the attempts 

at recruitment, the other main sources of leaders are the high 

schools and the Volunteer Bureau of Greater Vancouver. I t was 

reported that very few leaders are obtained from the U n i v e r s i t y , 

and the excessive distance was suggested as the l i k e l y reason. 

Very few volunteer leaders are obtained from the membership of 

the Y.W.C.A. This i s due, apparently, to a lack of emphasis 

on t h i s aspect of leadership recruitment. 
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Jewish Community Centre 

P r i o r to the autumn of 1 9 5 6 , the Jewish Community 

Centre d i d not operate any program i n which i t saw f i t to make 

use of volunteers as group leaders. The contemplation of such 

a program i n September, 1956 necessitated the establishment of 

an e n t i r e l y new recruitment program. I t i s p a r t i c u l a r l y 

i n t e r e s t i n g f o r t h i s .reason to note how t h i s agency s t a r t e d a 

volunteer program ( i n v o l v i n g twenty-three program leaders) 

w i t h i n a single year. 

Three main steps were taken to obtain the numbers of 

volunteers necessary f o r the success of the planned program. 

For one of these, an announcement was placed i n the o f f i c i a l 

Jewish community newspaper. In t h i s notice an attempt was made 

to define the job p o s s i b i l i t i e s so as to a t t r a c t those people 

who might be most s u i t a b l e . I t was a new and strange request 

whose primary value was seen to be i n i t s i n t e r p r e t i v e value to 

the readers. Three or four volunteers were obtained as a r e s u l t 

of the not i c e , however. 

A second, and more d i r e c t , approach was made to the 

counsellors and a s s i s t a n t counsellors who worked i n e i t h e r a 

paid or voluntary c a p a c i t y during the summer program. For the 

most part, these people were high school students. They were 

approached on an i n d i v i d u a l basis at the end of the summer 

day camp and asked i f they wished to stay on i n a volunteer 

leadership capacity. The request was based on the two-fold 

value of leadership experience; v i z . , the p o s s i b i l i t y of 
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r e c e i v i n g a d d i t i o n a l leadership t r a i n i n g and the opportunity 

of rendering a service to the community. This method was the 

most e f f e c t i v e one used to procure leaders. I t r e s u l t e d i n 

ten to eleven leaders o f f e r i n g t h e i r services, excluding a few 

others who offered but then had to discontinue within a short 

time. 

The t h i r d source was also p r o f i t a b l e from the point 

of view of leadership p o t e n t i a l and response. A f t e r the United 

Jewish Appeal conducted i t s 1956 fund r a i s i n g campaign, the 

program d i r e c t o r r e f e r r e d to the l i s t of student contributors 

from the U n i v e r s i t y of B r i t i s h Columbia. The inference was 

that those persons who contributed to the campaign were probably 

i n t e r e s t e d i n the agencies' ser v i c e s , and almost c e r t a i n l y more 

i n t e r e s t e d than the non-contributors. Following the same l i n e 

of reasoning, an attempt was made to evaluate the s i z e of the 

i n d i v i d u a l ' s c o n t r i b u t i o n i n terms of h i s a b i l i t y to give. 

From t h i s process, a l i s t was compiled and l e t t e r s i n t e r 

p r e t i n g the volunteer job p o s s i b i l i t i e s , the experience to be 

acquired, and the service which could be given, were sent to 

approximately 60 students. This mailing was followed by 

telephone contacts with the i n d i v i d u a l s on the mailing l i s t 

progressing i n order from the most l i k e l y to respond to the 

l e a s t l i k e l y . Interviews were arranged f o r i n d i v i d u a l s who 

expressed some i n t e r e s t . From twelve to f i f t e e n interviews 

s u f f i c i e n t volunteers (7) were obtained-.to f i l l the program 

needs, and the process was then discontinued. 
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In the Jewish Community Centre the recruitment and 

t r a i n i n g of program volunteers i s c e n t r a l i z e d i n the person of 

the Program D i r e c t o r . In ad d i t i o n to contacting p o t e n t i a l 

sources of volunteers, he interviews each applicant and evalu

ates t h e i r q u a l i f i c a t i o n s . No a p p l i c a t i o n form i s used because 

i t i s f e l t that a form i s frequently an obstacle to obtaining 

the r e a l l y pertinent information that i s needed i n assessing an 

applicant's p o t e n t i a l . 

The Central Y.M.C.A. 

The only department making extensive use of volun

teers f o r program leadership at the Central Y.M.C.A. i s the 

Boys' Department. The Secretary of t h i s department stated that 

the trend i n h i s department seemed to be away from volunteers. 

There were several suggested reasons f o r t h i s trend. P o t e n t i a l 

leaders can earn very good wages i n t h e i r spare time and 

consequently are l e s s i n c l i n e d to o f f e r t h e i r services f r e e . 

In the experience of t h i s agency, leaders tend to be l e s s 

r e l i a b l e when they lack the sense of o b l i g a t i o n engendered by 

re c e i v i n g an honorarium. I t was f e l t that the agency could not 

compete f o r the leaders a v a i l a b l e without o f f e r i n g some form 

of remuneration. 

In the year during which t h i s study was made,the 

department concerned made use of nineteen volunteer leaders. 

1 Personal interview, Mr. B i l l Bentley, February 
27 , 1957. 
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A l l but one of these leaders were men. These leaders come from 

four main sources. One of the best sources i s the leaders 

from the Y.M.C.A. summer camp. A f a i r l y high proportion of 

these leaders stay on to o f f e r a d d i t i o n a l leadership s e r v i c e . 

Much of the Y.M.C.A. program stresses the development of 

leadership p o t e n t i a l within the membership and, consequently, 

many leaders are obtained from the membership. In these 

instances, s t a f f would s e l e c t i n d i v i d u a l s who they f e l t had 

the capacity f o r group leadership and then approach these 

members d i r e c t l y and i n d i v i d u a l l y to determine i f they were 

in t e r e s t e d . A t h i r d source of leaders i s the l a y committee 

and board members. Frequently these people, through t h e i r 

i n t e r e s t and enthusiasm w i l l o f f e r a d d i t i o n a l s e r v i c e , w i l l 

r e c r u i t volunteers d i r e c t l y or w i l l o f f e r suggestions to s t a f f , 

as to where leaders may be found. The fou r t h main source of 

leaders i s through f r i e n d s of s t a f f who may be i n t e r e s t e d and 

have some time to o f f e r . 

Regardless of the method used to contact p o t e n t i a l 

leaders, or the source from which the leaders might come, the 

primary approach of the s t a f f of the Central Y.M.C.A. was to 

present a challenge to them.*'' This was done because i t was 

believ e d that the appeal of a new and challenging experience 

would be greater than that inherent i n any other sing l e 

1 "Challenge" i s used to suggest an i n t e r e s t i n g and 
e x c i t i n g job which would require the f u l l personal resources 
of the i n d i v i d u a l . 
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approach that might be made. At the point where volunteers 

would not accept e i t h e r the challenge or the respo n s i b i l i t y -

involved, i t has been the growing p o l i c y of t h i s agency to 

h i r e leaders to f i l l the re s u l t a n t program gaps. 

The.Alma Y.M.C.A. 

During the course of a program year Alma Y.M.C.A. 

u t i l i z e s the services of a dozen or more volunteer leaders. 

These are contacted and r e c r u i t e d i n many ways and from many 

sources. The work of leadership recruitment begins p r i o r to 

the commencement of program i n the f a l l . The leaders of the 

previous year's a c t i v i t i e s are contacted by l e t t e r or telephone 

and asked i f they wish to return. L e t t e r s are sent to the 

Vancouver Arts School, U n i v e r s i t y of B r i t i s h Columbia Psychol

ogy Department, P h y s i c a l Education Department, Department of 

Education, and the Y.M.C.A. Hi-Y groups i n the high schools 

asking the counsellors, advisors, and teachers to consider 

r e f e r r i n g any i n t e r e s t e d persons to the Alma Y.M.C.A. There 

i s also a young adult service club within the Y.M.C.A. known 

as the Y's Men's Club which i s approached f o r help. 

More than three-quarters of the program volunteers 

are obtained from the membership (the Y's Men's Club and the 

Hi-Y group) and the high schools. The remaining few are ob

tained from Normal School, the U n i v e r s i t y of B r i t i s h Columbia, 

or from the f a m i l i e s of members. Interviews are arranged f o r 

a l l volunteer applicants who are not already known to the 

s t a f f . A volunteer a p p l i c a t i o n form i s completed as a part 

of t h i s interview procedure. 
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One new development i n t h e r e c r u i t m e n t o f program 

v o l u n t e e r s — a l t h o u g h t h e numbers i n v o l v e d a r e n o t y e t l a r g e — 

i s t h e i n c r e a s i n g numbers o f p a r e n t s who a r e becoming i n v o l v e d 

i n b o t h v o l u n t e e r l e a d e r s h i p and program. F r e q u e n t l y t h e s e 

p a r e n t s seem t o b e g i n t h e i r a s s o c i a t i o n w i t h t h e agency i n 

e i t h e r l e a d e r s h i p o r program p a r t i c i p a t i o n , and t h e n expand 

t h e i r a c t i v i t i e s t o i n c l u d e t h e o t h e r . They a l s o t e n d t o r e 

c r u i t o t h e r a d u l t s t o t h e agency and so a f o r m o f c r o s s -

r e c r u i t i n g o c c u r s . 

I t was t h e o b s e r v a t i o n o f t h e D i r e c t o r o f t h e Alma 

Y.M.C.A. t h a t t h e agency s t a f f were n o t y e t " s c r a t c h i n g t h e 

s u r f a c e " o f t h e l e a d e r s h i p p o t e n t i a l . * 1 " He i n d i c a t e d t h a t t h e 

whole b a s i c a p p r o a c h t o l e a d e r s h i p s h o u l d be b r o a d e n e d . 

S p e c i f i c a l l y , he f e l t t h a t r e c r u i t i n g e f f o r t s s h o u l d be 

d i r e c t e d a t P a r e n t - T e a c h e r A s s o c i a t i o n s and S e r v i c e C l u b s . 

I t was r e c o g n i z e d t h a t a g r e a t d e a l o f i n t e r p r e t i v e work w o u l d 

have t o be done. V i s u a l a i d s c o u l d be d e v e l o p e d ; eg., s l i d e s , 

p i c t u r e s , e t c . , t o i l l u s t r a t e s p e c i f i c a l l y what a g e n c i e s e x p e c t 

i n a l e a d e r and what t h e j o b p o s s i b i l i t i e s r e a l l y a r e . More

o v e r , i t w o u l d be an e x c e l l e n t o p p o r t u n i t y t o i n t e r p r e t t o 

t h e l a y p u b l i c t h e need f o r and v a l u e o f v o l u n t e e r e f f o r t s , 

t h e k i n d s o f j o b s a v a i l a b l e t o v o l u n t e e r s , t h e q u a l i f i c a t i o n s 

o f a good v o l u n t e e r ..and t h e e s s e n t i a l g o a l s o f v o l u n t e e r work. 

1 P e r s o n a l i n t e r v i e w , Mr. G. Cue, E x e c u t i v e 
S e c r e t a r y , F e b r u a r y 26, 1957* 
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I f t h i s type of i n t e r p r e t a t i o n were done, i t would almost 

c e r t a i n l y r e s u l t i n increased numbers of applicants. 

Vancouver East Y.M.C.A. 

Since 1955, at the Vancouver East Y.M.C.A., there 

have been a few changes i n the recruitment p o l i c y as i t a f f e c t s 

program volunteers. Formerly, when new program a c t i v i t i e s were 

needed, they were started with p r o f e s s i o n a l s t a f f leadership. 

Volunteers were then moved i n t o the leadership r o l e s as they 

were obtained. Now, new a c t i v i t i e s are not begun u n t i l such 

time as the Y.M.C.A. s t a f f i s s a t i s f i e d that a suit a b l e adult 

leader i s a v a i l a b l e . I t was also implied that greater s e l e c 

t i v i t y i s exercised i n r e c r u i t i n g volunteer leaders. 

During the program year i n which t h i s study was made, 

t h i s agency used the services of approximately twenty volunteer 

leaders. Only three of these were women. The types of jobs 

done were about equally divided between club leaders and a c t i v 

i t y leaders. In September and October -- the pe r i o d during 

which the most extensive recruitment program i s c a r r i e d on — 

four main methods are used to contact p o t e n t i a l volunteers. 

A personal l e t t e r i s sent to each leader of the previous year. 

This l e t t e r not only expresses appreciation f o r work already 

done, but also extends an i n v i t a t i o n to the volunteer to attend 

a workshop on the commencement of f a l l program. Members are 

encouraged to r e c r u i t t h e i r own leaders. Such people would 

be subject to the approval of the Vancouver East Y.M.C.A. s t a f f , 
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of course. School counsellors and teachers are contacted con

cerning, high school students who might be i n t e r e s t e d i n volunteer 

work. These students have been found to be both competent and 

valuable as a c t i v i t y leaders. The fourth method used f o r con

t a c t i n g p o t e n t i a l volunteers i s the l o c a l community newspaper. 

As a r e c r u i t i n g medium, the newspaper has proven i n e f f e c t i v e . 

I t has add i t i o n a l value as an i n t e r p r e t i v e medium, however. 

By f a r the majority of volunteers come from two 

sources. These are fri e n d s of members and high school students. 

Recently, increased emphasis has been placed on the recruitment 

of parents of members f o r leadership jobs. This i s a new 

development and a c t u a l l y has shown no r e s u l t s as yet. 

The D i r e c t o r of the Vancouver East Y.M.C.A. had some 

suggestions f o r more productive r e c r u i t i n g techniques. 1 There 

needs to be a c l a r i f i c a t i o n of agency objectives i n terms of 

the type of volunteer required, method to be used to contact 

p o t e n t i a l leaders, and the kinds of jobs open to volunteer 

applicants. I t was also suggested that the agency s t a f f 

should "present the challenge to whatever volunteers are 

in t e r e s t e d " . This was construed to mean g i v i n g the applicant 

an i n d i c a t i o n of the d i f f i c u l t , but e x c i t i n g and rewarding 

work to be done through volunteer placements The obvious 

1 Personal interview, Mr. Jack Hopkins, Executive 
Secretary, February 18, 1957. 
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i m p l i c a t i o n i s that- the above suggestions would f a c i l i t a t e a 

greater supply of volunteers f o r the expansion and carryi n g out 

of agency services to membership through program a c t i v i t i e s , 

Fairmount Y.M.C.A, 

The procedures f o r the recruitment of program volun

teers at the Pairmount Y.M.C.A. seem to be straightforward. 

This i s not to imply that they are l e s s e f f e c t i v e than some of 

the d i f f e r i n g methods used by other agencies. Much of the r e 

cruitment i s focused on the community at l a r g e . 1 Consequently, 

the majority of the leaders come from the general community. 

These leaders may be fr i e n d s or other contacts of the Secretary, 

they may be r e f e r r e d by laymen, other s e c r e t a r i e s , or members, 

or they may inquire d i r e c t l y to the Secretary. I t has been 

found that leaders from summer program a c t i v i t i e s can frequently 

be r e c r u i t e d f o r winter leadership jobs and v i c e versa. There 

i s one other r e a l l y productive source of leaders and that i s 
2 

membership groups. The membership of the "N-Y" groups pro.vide 

several volunteer leaders. 

In a d d i t i o n to these sources of volunteers, the 

Secretary writes l e t t e r s requesting volunteer help to the 

1 Personal interview, Mr. Don McCombe, Executive 
Secretary, February 26, 1957. 

2 The "Neighbourhood-Y" groups are decentralized 
groups i n the community away from the main b u i l d i n g . 
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Volunteer Bureau, the School of Education and the School of 

Phy s i c a l Education at the U n i v e r s i t y . These requests r e s u l t e d 

i n very few appl i c a t i o n s and only two volunteers. A l l volunteer 

applicants are personally interviewed by the Secretary and during 

t h i s interview the Secretary attempts to determine whether or 

not the applicant has the sui t a b l e q u a l i f i c a t i o n s to serve as 

a program volunteer. No a p p l i c a t i o n form i s used to a i d t h i s 

procedure. 

Pender Y.W.C.A. 

At the Pender Y.W.C.A., a l l r e c r u i t i n g has been cen

t r a l i z e d with the D i r e c t o r . The As s i s t a n t D i r e c t o r helps i n 

many ways but does not assume any d i r e c t r e s p o n s i b i l i t y f o r 

is., p art of the volunteer program. To e s t a b l i s h the volunteer 

program i n the f a l l , the D i r e c t o r contacts volunteers of the 

previous year to determine t h e i r w i l l i n g n e s s to return. 

I n d i v i d u a l prospective volunteers are telephoned and l e t t e r s 

are sent to representatives of groups and to the f a c u l t y of 

some schools or departments at the U n i v e r s i t y of B r i t i s h C o l -

umbia. These methods have not produced quite enough volunteer 

leaders but i t was the expressed f e e l i n g of the D i r e c t o r 1 that 

owing to c e r t a i n temporary circumstances, there was l i t t l e time 

a v a i l a b l e f o r a more elaborate volunteer r e c r u i t i n g program. 

This agency has u t i l i z e d , during the program year i n 

question, the services of twenty-three volunteer leaders on 

1 Personal interview, Miss Marguerite Monro, D i r e c t o r , 
March 5, 1957. 
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a regular b a s i s . S i x of these had been with the Pender 

Y.W.C.A. the previous year.also. Several leaders were r e c r u i t e d 

from the Y.W.C.A. membership — both from Pender Y.W.C.A. and 

from Central Y.W.C.A. Some of the volunteers r e c r u i t e d others 

or suggested the names of persons who might be contacted and 

int e r e s t e d i n volunteer s e r v i c e . Other sources of program 

volunteers included f r i e n d s of s t a f f (one), the Volunteer 

Bureau of Greater Vancouver (three), and the Pr e - S o c i a l 

Work Society at the U n i v e r s i t y of B r i t i s h Columbia (two). 

The D i r e c t o r also contacted the School of P h y s i c a l Education 

and the Theological Colleges, but with no. success. 

P o t e n t i a l leaders r e c r u i t e d from any of the above 

sources are personally interviewed by the D i r e c t o r . At t h i s 

time an a p p l i c a t i o n form i s also f i l l e d i n . The basic purpose 

of the interview and the a p p l i c a t i o n form i s to a i d i n the 

s e l e c t i o n of volunteers s u i t a b l e to the s p e c i f i c jobs a v a i l a b l e . 

In f a c t , the need at tins agency, as at others, has been so 

great that no volunteer applicant has been turned down. As 

a po s s i b l e consequence, some of the arranged placements have 

been u n s a t i s f a c t o r y . In some instances the placement has given 

the volunteer no personal s a t i s f a c t i o n . In others, the leader 

has not been able to f u l f i l l the time requirements of the job, 

or has been unsuitable f o r the job i n some other way. 

At the present time, no s p e c i f i c plans have been made 

to remedy the d e f i c i e n c y of the numbers of volunteer applicants. 
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Since there was a complete turnover i n s t a f f at the beginning 

of the year during which t h i s study was made, i t i s expected 

that the recruitment s i t u a t i o n w i l l improve the following 

year since the s t a f f w i l l be more f a m i l i a r with the community 

and w i l l be table to s t a r t on recruitment e a r l i e r i n the f a l l . 

Gordon House 

Gordon House i s a r e l a t i v e l y large s o c i a l agency and 

the p r o f e s s i o n a l s t a f f make use of the services of approximately 

t h i r t y volunteers during the course of a program year. The 

r e c r u i t i n g of these volunteers i s c e n t r a l i z e d with the A s s i s t a n t 

D i r e c t o r . He i s also responsible f o r interviewing and p l a c i n g 

volunteers i n suitable jobs. The beginning of t h i s part of the 

A s s i s t a n t D i r e c t o r ' s job during any program year would be the 

sending of l e t t e r s to volunteers with past experience i n the 

House. These l e t t e r s would only go to those leaders whose 

year-end evaluations suggested f u r t h e r valuable s e r v i c e . 

L e t t e r s explaining the opportunities f o r volunteer service are 

sent to organizations whose membership might be i n t e r e s t e d . 

Many volunteer contacts are obtained through members of the 

Board of D i r e c t o r s or the Advisory Committee. Personal f r i e n d s 

or acquaintances of s t a f f are frequently contacted. Other 

l e s s used methods of contacting p o t e n t i a l volunteers i s by 

sending a s t a f f member to speak to i n t e r e s t e d groups or by 

conducting a telephone campaign of i n t e r e s t e d persons. 

In view of these methods of contacting volunteers, the 
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leaders obtained a c t u a l l y come from quite v a r i e d sources. Two 

major sources which account f o r close to h a l f of the volunteers 

are the U n i v e r s i t y of B r i t i s h Columbia and f r i e n d s of f u l l time 

s t a f f . Other important sources of leaders include the Volun

teer Bureau of Greater Vancouver, Gordon House membership, and 

the Vancouver Art School. The Vancouver Normal School and 

the general community account f o r the remaining few leaders. 

During the year i n which t h i s study was undertaken, 

the A s s i s t a n t D i r e c t o r found i t necessary to r e j e c t the 

a p p l i c a t i o n s of four persons who volunteered. The reasons f o r 

these r e j e c t i o n s included: i n a b i l i t y of volunteer to give 

s u f f i c i e n t time, desire f o r .pay, unsuitable previous experience, 

nervous condition, and a s t r i v i n g f o r personal g r a t i f i c a t i o n . 

This i s a d e f i n i t e i n d i c a t i o n of s e l e c t i v i t y on the part of t h i s 

agency and could well be a most healthy sign. 

I t i s the expressed desire of the s t a f f of Gordon 

House 1 that the Volunteer Bureau become the c e n t r a l r e c r u i t i n g 

agency f o r the Greater Vancouver r e c r e a t i o n a l and l e i s u r e -

time agencies. Each agency would s t i l l do such r e c r u i t i n g 

as i t wished from among i t s membership and from among the 

parents of younger members. Likewise, the Volunteer Bureau 

could never assume r e s p o n s i b i l i t y f o r r e c r u i t i n g through per

sonal contacts as i n d i v i d u a l s i n the p r o f e s s i o n may now do. 

1 Questionnaire, Mr. Elmer Helm, A s s i s t a n t D i r e c t o r , 
February, 1955. Personal interview, Mr. Elmer Helm, ; . 
D i r e c t o r , March 5 , 1957. 



38 

The Volunteer Bureau would be p a r t i c u l a r l y s u i t e d f o r r e 

c r u i t i n g persons from community groups and organizations such 

as the a r t school, f r a t e r n i t i e s and s o r o r i t i e s , service clubs, 

and the u n i v e r s i t y schools, departments, and clubs. A cen

t r a l i z e d r e c r u i t i n g agency would avoid the unnecessary d u p l i 

c ation of requests f o r volunteers and the r e s u l t i n g poor pub

l i c r e l a t i o n s . 

Alexandra Neighbourhood House 

Rec r u i t i n g of program volunteers at Alexandra 

Neighbourhood House i s concentrated i n the f a l l . As with many 

other leisure-time agencies, t h i s process i s timed to coincide 

with or precede the commencement of program following the summer 

holidays. At t h i s time, the Program D i r e c t o r 1 contacts past 

volunteers by l e t t e r or phone. V i s i t s are made frequently to 

school counsellors, representatives of groups or other persons 

i n key p o s i t i o n s . Of these people v i s i t e d , the school counsel

l o r s probably do the c o n s i s t e n t l y best i n t e r p r e t a t i o n of 

Alexandra House and the opportunities f o r volunteer leaders. 

The counsellors o c c a s i o n a l l y s e l e c t c e r t a i n students they think 

might be i n t e r e s t e d , and on other occasions speak d i r e c t l y 

to c lasses. I t i s not uncommon f o r an e n t i r e c l a s s period to 

be taken f o r d i s c u s s i o n of Alexandra Neighbourhood House and 

volunteer work. I f the Program D i r e c t o r i s contacting a school 

with which there has been no previous a s s o c i a t i o n or the S o c i a l 

Work undergraduate c l a s s at the U n i v e r s i t y of B r i t i s h Columbia, 

1 The Program D i r e c t o r i s responsible f o r _ a l l 
volunteer recruitment. 
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arrangements are often made f o r her to speak to these classes 

d i r e c t l y . Other methods used to contact persons i n t e r e s t e d i n 

doing volunteer work include interviews of selected members 

from program, the Jtihipr League of Vancouver, and the Volunteer 

Bureau, 

When any person expresses i n t e r e s t i n doing volunteer 

leadership a personal interview i s arranged with the Program 

D i r e c t o r . These interviews vary from one-half an hour to one 

hour i n length. At the time of the interview an a p p l i c a t i o n 

form i s completed. At t h i s time the Program D i r e c t o r attempts 

to emphasize both the r i g h t s and the r e s p o n s i b i l i t i e s that a 

volunteer assumes. The applicant may also be introduced to the 

program s t a f f f o r a general d i s c u s s i o n of program ideas, problems, 

etc. Each applicant receives p r i n t e d pamphlets and brochures 

dealing with Alexandra House program a c t i v i t i e s . As a matter 

of p o l i c y , no volunteers are accepted at the time of interview 

but are contacted f o l l o w i n g a short period to n o t i f y them of 

acceptance or r e j e c t i o n of t h e i r a p p l i c a t i o n . Upon acceptance 

each volunteer receives a p r i n t e d manual or handbook 1 which 

contains much simple information on o r i e n t a t i o n , d e t a i l s , and 

routines that every leader should know. 

This method of recruitment and s e l e c t i o n of program 

volunteers has provided Alexandra .House with nearly f o r t y 

volunteer leaders. High School students and students from 

1 D i s t r i b u t i o n of t h i s handbook has since stopped, 
pending r e v i s i o n of i t s contents. 
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several departments of the U n i v e r s i t y account f o r h a l f of a l l 

these leaders. Other p r o f i t a b l e sources of leaders are the 

Normal School, the community at large, those volunteers who have 

worked i n the agency at an e a r l i e r date, and the Junior League 

of Vancouver. The Junior League has done much valuable work i n 

the f i e l d of volunteer s e r v i c e . In cooperation with the agency 

they have a s s i s t e d with p i l o t or experimental programs i n the 

use of volunteer leaders. When the need becomes v i v i d l y i l 

l u s t r a t e d the Junior League members withdraw to permit the 

agency and i t s Board of D i r e c t o r s to carry on. 

In addition to the many volunteers i n leadership 

placements, Alexandra House had a waiting l i s t of eight to 

fourteen p o t e n t i a l leaders and had turned down the a p p l i c a t i o n s 

of nine o t h e r s . 1 Those applicants on the waiting l i s t had been 

accepted as sui t a b l e f o r volunteer service and were a v a i l a b l e 

i f and when a new program was implemented. The re j e c t e d 

applicants had been turned down f o r four main reasons. Some 

gave i n d i c a t i o n of p e r s o n a l i t y d i f f i c u l t i e s . There were a p p l i 

cants who were too young or inexperienced. A few had negative 

a t t i t u d e s toward work with people. Others were looking 

p r i n c i p a l l y f o r personal g r a t i f i c a t i o n and p r e s t i g e . Immedi

a t e l y following t h i s program year there was a large turnover 

of p r o f e s s i o n a l s t a f f , i n c l u d i n g the Program D i r e c t o r . The 

new s t a f f d i d not have the established community contacts. 

1 Questionnaire, Miss Josephine Spicer, Programme 
d i r e c t o r , February, 1955. Personal Interview, Miss Josephine 
Spicer, Programme D i r e c t o r , February 1 2 , 1955-
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The smaller number of volunteer applicants r e s u l t e d i n a l e s s e r 

degree of s e l e c t i v i t y f o r program leaders. 

The D i r e c t o r of Alexandra Neighbourhood House expressed 

h i s strong b e l i e f i n the p r i n c i p l e of c e n t r a l r e c r u i t i n g f o r a l l 

leisure-time and r e c r e a t i o n a l agencies. 1 The l o g i c a l c e n t r a l 

r e c r u i t i n g organization would seem to be the "Volunteer Bureau 

of Greater Vancouver. At the present time t h i s method does not 

seem to be too e f f e c t i v e but i t i s s t i l l a very new trend and 

i s growing r a p i d l y . 

1 Personal interview, Mr. B a s i l Robinson, Executive 
D i r e c t o r , February 26, 1 9 5 7 « 



Chapter 3 

An Outline of Tr a i n i n g Programs i n 

Several Leisure-Time Agencies 

The t r a i n i n g programs of several d i f f e r e n t agencies 

are j u s t as d i f f i c u l t to compare as are the recruitment pro

grams. In any agency there i s a basic minimum of information 

which every volunteer leader should have. However, the nature 

of t h i s information may vary from agency to agency and the method 

of dissemination may d i f f e r v a s t l y . Beyond t h i s b a s i c minimum 

the i n s t r u c t i o n and t r a i n i n g needed by each leader v a r i e s 

depending upon the type of job to be done, age and sex of 

members, a c t i v i t y , etc. The necessary t r a i n i n g w i l l also depend 

upon the background, s k i l l , t r a i n i n g , and other q u a l i f i c a t i o n s 

of the volunteers. For these reasons, i t may be more p r o f i t a b l e 

to consider the strength inherent i n a given t r a i n i n g program 

rather than comparing the methods of a l l the t r a i n i n g pro

grams studied. 

The Central Y.W.C.A. 

In any volunteer t r a i n i n g program some consideration 

must be given to the basic q u a l i f i c a t i o n s that every volunteer 

should have. This i s necessary both to assess the p o t e n t i a l 

capacity of the volunteer and to determine at what i n i t i a l l e v e l 

t r a i n i n g should be offered. At the Central Y.W.C.A. emphasis 
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i s placed on three main considerations: f i r s t , does the volun

teer have the necessary i n t e r e s t both i n undertaking volunteer 

leadership and i n the s p e c i f i c a c t i v i t i e s of the group? 

Second, does the applicant have the necessary s k i l l s to o f f e r 

an i n t e r e s t i n g and stimulating experience to the p a r t i c i p a t i n g 

members of the group? And, t h i r d , does the applicant have 

any previous group leadership experience which would o f f e r 

proof of her a b i l i t y to work with people i n groups? 

A l l applicants who may be placed i n d i r e c t leader

ship s i t u a t i o n s are personally interviewed by a s t a f f member. 

During t h i s interview, the s t a f f member t r i e s to assess the 

value of the applicant's past experiences and of her motivation. 

Depending on the placement being considered, the applicant's 

i n t e r e s t s , s k i l l s , or experience — or combinations of these — 

may be s u f f i c i e n t to q u a l i f y her f o r placement. I f no s u i t 

able placement were av a i l a b l e the volunteer might be put on a 

waiting l i s t u n t i l such time as acceptable placement arose. 

I f the volunteer leader i s acceptable and i s placed 

with a group then some consideration must be given to her 

t r a i n i n g . I t was p r i m a r i l y i n t h i s area that s t a f f at the 

Central Y.W.C.A. expressed concern about agency p r a c t i c e . 1 

Some t r a i n i n g of volunteer leaders i s done, of course. During 

a program year, agency s t a f f would organize coffee p a r t i e s f o r 

1 Personal interview, Mrs. S. C a r l i l e , Group Work 
Di r e c t o r , January 3 1 , 1957. Statement by Mrs. D. McEair, 
Young Adult D i r e c t o r , February, 1955* 
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the program volunteers. This procedure provided a v e h i c l e f o r 

disseminating information such as agency p r i n c i p l e , purpose, 

background, structure, function, etc. I t also gave an oppor

t u n i t y to hold question periods or "buzz sessions" f o r the 

volunteers to ask any questions that they might have. 

A d d i t i o n a l t r a i n i n g i s o f f e r e d to group leaders 

through i n d i v i d u a l supervision, but t h i s i s seldom of f e r e d on 

a regular b a s i s . Supervision i s most l i k e l y to be o f f e r e d 

in f o r m a l l y or when s p e c i f i c problems a r i s e f o r the volunteer 

leader. Nor are group leaders required, to do regular recording 

of group meetings and a c t i v i t i e s . S t a f f apparently place l i t t l 

emphasis on these two aspects of t r a i n i n g program and so, 

n a t u r a l l y enough, volunteers do not take advantage of them 

with any marked degree of consistency. Concerning these 

p r a c t i c e s one s t a f f person expressed the opinion that the 

t r a i n i n g area represented the greatest lack i n the volunteer 

program. The background and. q u a l i f i c a t i o n s of p o t e n t i a l volun

teers are checked quite thoroughly but there i s very l i t t l e 

follow-up in. helping the i n d i v i d u a l l e a r n to work more e f f e c 

t i v e l y with groups. One other s t a f f worker expressed several 

c r i t i c i s m s due to t h i s l a c k of emphasis on o r i e n t a t i o n and 

t r a i n i n g . 1 "The only volunteers who can be s a i d to be regular 

and responsible are those who teach a c l a s s and who therefore 

have a d i r e c t r e s p o n s i b i l i t y to t h e i r group. They tend, 

however, to be s o l e l y concerned with t h e i r own corner of 

1 Personal interview, written statement, Mrs. D. 
McNair, Young Adult D i r e c t o r , February, 1955• 
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work and i t . i s a slow process, r e l a t i n g them to general "Y" 

program". Of experienced volunteers who have not had any 

formal t r a i n i n g Mrs. McNair says i t i s not easy to change 

t h e i r pattern. "An e n t i r e l y new, i n d i v i d u a l r e g i s t r a t i o n of 

volunteers i n September, plus a "Y" o r i e n t a t i o n course might 

he attempted, but time i s always a f a c t o r and these are busy 

people...." She in d i c a t e s that present p r a c t i c e s leave much 

to be desired. Apparently s t a f f has had to work with s o c i a l 

groups because of a shortage of volunteers. An attempt was 

made to use u n i v e r s i t y students as volunteer leaders f o r 

f r i e n d s h i p groups but these g i r l s stopped coming without even 

informing the s t a f f . In view of these comments, i t can be 

seen that the p r o f e s s i o n a l s t a f f at the Central Y.W.C.A. i s 

thinking c r i t i c a l l y , o b j e c t i v e l y , and r e a l i s t i c a l l y about t h e i r 

volunteer program. C r i t i c a l appraisal., must be an i n i t i a l step 

i n any attempt to improve a service and there i s every i n d i 

cation that the Y.W.C.A. i s t r y i n g to do so. 

The Vancouver East Y.W.C.A. 

R e a l i s t i c a l l y , a volunteer's t r a i n i n g probably s t a r t s 

during the i n i t i a l interview that the applicant has with a 

s t a f f person. I t i s at t h i s time that the applicant receives 

information r e l a t i n g to the purpose of the agency, the types of 

program offered, the p o s s i b i l i t i e s f o r leadership experience, 

the r e s p o n s i b i l i t i e s of volunteer leaders, e t c . Leaders are 

also given a Volunteer Leaders' Manual which includes general 

information about the agency, p r i n c i p l e s of volunteer service., 
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a statement of agency routines, and a general job d e s c r i p t i o n 

f o r the leader. I t i s f e l t that t h i s a v a i l a b i l i t y of s p e c i f i c 

p r i n t e d matter i s extremely valuable i n terms of the applicant's 

s e c u r i t y i n the interview s i t u a t i o n , and o f f e r s something 

concrete to be discussed and considered. While the applicant 

i s g e t t i n g t h i s information, so i s the s t a f f interviewer. 

S p e c i f i c information i s required concerning previous leader

ship experience, group experience, hobbies, i n t e r e s t s , s k i l l s , 

etc. At the same time the interviewer t r i e s to assess the 

pe r s o n a l i t y c h a r a c t e r i s t i c s of the i n d i v i d u a l i n terms of 

s u i t a b i l i t y f o r group leadership; eg., r e l i a b i l i t y , acceptance 

of the agency purpose, a b i l i t y to put across the group a c t i v i t y , 

and warmth of p e r s o n a l i t y . I f the i n d i v i d u a l i s seen as being 

acceptable and a s u i t a b l e placement i s a v a i l a b l e , a placement 

would be made. 

Of the volunteers serving i n t h i s agency, eight were 

d i r e c t l y involved i n an o r i e n t a t i o n session. This involved 

general information concerning background, purpose, structure, 

function, etc. of the agency. By f a r the greater part of the 

t r a i n i n g being done by the s t a f f of the Vancouver East Y.W.C.A. 

i s conducted through supervision of volunteers. The majority 

of the volunteers are r e c e i v i n g supervision i n some respect 

although only two were stated to be r e c e i v i n g regular weekly 

supervision. There was a t o t a l of nineteen who were r e c e i v i n g 

supervisory help when s p e c i a l problems arose or when informal 

opportunities presented themselves. A very important f a c t o r 
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i n the o v e r a l l t r a i n i n g of program volunteers i s the recog

n i t i o n which t h i s agency bestows on i t s leaders. Toward the 

termination of the program year a large and elaborate, dinner i s 

held f o r the volunteers. At t h i s time some evaluation i s made 

of t h e i r experience over the year but the primary purpose 

of the dinner i s to pay a f i n a l t r i b u t e to people who gave t h e i r 

s ervices to the agency. This dinner program has been so suc

c e s s f u l that i t has been c r e d i t e d with drawing back to the 

agency the large numbers of leaders who retur n year a f t e r year. 

Following t h i s dinner, formal l e t t e r s of appreciation are sent 

to a l l those volunteers who could not attend. 

The Vancouver East Y.W.C.A. i s not c u r r e n t l y o f f e r i n g 

any t r a i n i n g courses or s k i l l s workshops f o r program volunteers. 

Current p o l i c y i s to recommend that volunteers attend such 

courses as might be sponsored by the Central Y.W.C.A. or 

courses offered f o r the general community by the U n i v e r s i t y 

of B r i t i s h Columbia Extension Department, the Community Chest 

and Council, or the Volunteer Bureau. The degree of p a r t i c i 

p a tion i n these courses by the leaders i s only moderate. 

The D i r e c t o r made several recommendations f o r improve

ment i n the o v e r a l l t r a i n i n g program. 1 Although the agency 

already uses volunteer a p p l i c a t i o n forms, leaders manuals, 

expects leaders to become members, and has an i n i t i a l interview 

1 Personal interview, Mrs. Betty Zd'an̂ ., D i r e c t o r , 
February 1 9 , 1957. 
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with, the volunteer applicant, i t was f e l t that these p r a c t i c e s 

could he g r e a t l y improved. A . s p e c i f i c volunteer t r a i n i n g 

course was suggested f o r volunteers before they begin t h e i r 

leadership job. I t was thought that t h i s course might l a s t 

approximately three evenings and should be o f f e r e d i n small 

groups organized i n accordance with what.:the -leaders are 

t r a i n i n g f o r , eg., classes, f r i e n d s h i p groups, i n t e r e s t s , etc. 

M a t e r i a l dealt with i n these groups should touch on both spec

i f i c s k i l l s and group process. The material should be presented 

by the best people a v a i l a b l e , f i r s t to ensure a good q u a l i t y of 

i n s t r u c t i o n , and second because of the importance of impressing 

the volunteers with t h e i r own v i t a l r o l e within the agency 

fu n c t i o n . In such a t r a i n i n g course a l l the volunteers might 

meet, together f o r information concerning general o r i e n t a t i o n 

to the agency. 

The Jewish Community Centre 

D e f i n i t e plans were made during the establishment of 

t h i s new volunteer program 1 to train-volunteers s p e c i f i c a l l y 

i n r e l a t i o n to the program area i n which they would be involved. 

There are two program departments. The methods used f o r 

t r a i n i n g the volunteers of each are quite d i f f e r e n t . 

The leaders f o r the j u n i o r program ( f o r nine to eleven 

year olds) were p o s s i b l y younger and l e s s experienced than the 

others and, consequently, received a more int e n s i v e t r a i n i n g 

1 See Chapter I I , Jewish Community Centre, p. 2 5 . 
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program. I n i t i a l l y there was an o r i e n t a t i o n p e r i o d p r i o r to 

the commencement of group a c t i v i t i e s . There were four meetings 

held over a three week period. The plan f o r the f i r s t three 

meetings was prepared Toy s t a f f with the leaders themselves 

planning the f i n a l session. The major emphasis was on how a 

large mass a c t i v i t y program could develop through the i n t e r 

ests of the members and guidance of the leaders into a small . 

group a c t i v i t y . Thus by di s c u s s i n g the structure of the coming 

program, the values of t h i s type of program and the purpose of 

a l l program a c t i v i t i e s could also be discussed. The leaders 

were asked f o r t h e i r suggestions and ideas f o r program. These 

ideas were then reviewed with respect to the general purpose 

of program; eg., to help the members develop a b r o a d background 

of general s k i l l s and a high degree of acceptance of other 

people. 

When regular program a c t u a l l y s t a r t e d , the t r a i n i n g 

with these leaders continued, but i n a d i f f e r e n t form. On 

each program evening, leaders' meetings were held f o r one and 

oner-half hours before a c t i v i t y s t arted. This time was used to 

review the program, i t s operation, and i t s values. At the 

end of approximately f i v e weeks emphasis began to change from 

the t o t a l mass program to a consideration of what could be done 

with i n small groups i n the t o t a l program. As some of the small 

groups became more c l e a r l y defined, s t a f f began to meet with the 

leaders of i n d i v i d u a l groups. Frequently there would be two 

or three leaders f o r a single group. I t was f e l t that when 
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there are two or more leaders working together, they both con

t r i b u t e t h e i r p a r t i c u l a r strength, the more experienced: or 

s k i l f u l leaders provide t r a i n i n g to leaders who have the po

t e n t i a l . In addition, group f r u s t r a t i o n i s averted i f one 

leader i s n e c e s s a r i l y absent. The t r a i n i n g of these leaders 

continues through frequent supervision. Supervision i s not 

o f f e r e d on a regular weekly or bi-weekly basis but rather on 

the b a s i s of the needs of s p e c i f i c groups and t h e i r leaders. 

The t r a i n i n g program f o r leaders of "teener" groups 

(members twelve to fourteen years old) has been very d i f f e r e n t 

i n both form and content. Two meetings of the leaders were 

held p r i o r to the commencement of program. The purpose of 

these sessions was to answer the questions and d i s p e l the 

fears that some of the leaders might have concerning moving 

into a leadership s i t u a t i o n . The leaders themselves defined 

the content and i t s order f o r these meetings because i t was 

f e l t that a staff-planned program might not ease the f e e l i n g s 

of the volunteers. The volunteers had many questions that they 

wanted answers to, such as What i s the d i f f e r e n c e between a 

club and an i n t e r e s t group? Who can join? What does the 

leader do i n c e r t a i n s i t u a t i o n s ? What should the leader expect? 

E t c . S p e c i a l t r a i n i n g beyond these two preparatory sessions 

has been dir e c t e d toward s p e c i f i c needs as they a r i s e . 

However, r e g u l a r l y at the end of each evening of program, the . 

leaders all. meet f o r informal.discussions over coffee. Such 

informal sessions are quite valuable i n that they improve 
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morale among the volunteers, permit routine clearances, and 

encourage a sharing of knowledge and experience. I t has been 

the experience of the s t a f f person involved that the leaders 

get much more out of these discussions i f they s t a r t on a 

s p e c i f i c program or suggestion and then move toward the relevant 

generalizations and theory. . In t h i s way t h e o r e t i c a l p r i n c i p l e s 

and implications seem to be more meaningful to the l a y leader. 

In the Jewish Community Centre volunteer leaders 

are viewed as members who are getting a service from the agency 

(leadership t r a i n i n g , experience and education) and who i n 

return are gi v i n g a service to the members of the agency, and 

the community. , I t i s seen as the s t a f f job, through volunteer 

t r a i n i n g programs, to keep these two i n balance. Through the 

administration of t h i s p o l i c y i t i s hoped that many leaders 

w i l l wish to return to the agency f o r another year. Agency 

s t a f f might then be able to work with these leaders throughout 

the summer months so that they would be prepared to s t a r t 

d i r e c t leadership as soon as school began i n September. In 

t h i s way both leaders and members could plan t h e i r schedules 

wisely. 

In addi t i o n to these programs f o r persons who are 

a c t u a l l y engaged i n group leadership, the Jewish Community 
Centre i s currentl y o f f e r i n g a twenty week leadership t r a i n i n g 

course f o r high school students who may be i n t e r e s t e d i n 

leadership i n time to come. The course was p u b l i c i z e d through 

the Jewish newspaper, through the counsellors and the o f f i c e s 
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of youth groups having members of high school age, and through 

l e t t e r s sent d i r e c t l y to 175 high school students. The Centre 

charged $2 .50 f o r the course and set a maximum of twenty 

r e g i s t r a t i o n s . There was a c t u a l l y an overflow response. The 

main emphasis was on program s k i l l s but the course included 

much more. There was some i n t e r p r e t a t i o n of the use of s k i l l s 

and the value of the s e l e c t i v e use of s k i l l s . The members 

taking the course also had an opportunity to observe experienced 

leaders i n a c t i o n . In addition to t h i s emphasis on s k i l l s , 

there was discussion about why people j o i n groups, the kinds 

of a c t i v i t i e s they l i k e , and how to help the "shy" c h i l d or 

the " b u l l y " . 

In keeping with t h i s t r a i n i n g course are the future 

plans f o r the development of a volunteer program. The Jewish 

Community Centre sees volunteer leadership as a key develop

mental experience f o r i t s membership and plans to emphasize 

r e c r u i t i n g through i n t e r e s t i n g members i n p a r t i c i p a t i n g i n 

leadership s e r v i c e . I t i s also f e l t that the emphasis on 

both recruitment and t r a i n i n g should be on a year-round b a s i s 

so that i t i s not necessary to concentrate the en t i r e program 

in t o a short space of time immediately p r i o r to the beginning 

of program. The program d i r e c t o r stressed p a r t i c u l a r l y that 

i n the i n t e r e s t s of q u a l i t y of service, agency s t a f f s should 

not take on more volunteers than can be e f f e c t i v e l y worked with . 1 

1 Personal interview, Mr. Walter Lampe, Program 
Di r e c t o r , February 26, 1957. Mr. Lampe c i t e d the case of a 
s t a f f person of h i s knowledge t r y i n g to supervise 28 volunteer 
leaders. 
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The Central Y.M.C.A. 

In planning a t r a i n i n g program f o r volunteer leaders, 

the s t a f f of the Y.M.C.A. considered two main f a c t o r s i n 

addi t i o n to the information they wished to convey to the 

leaders. These were the previous experience and the q u a l i 

f i c a t i o n s of the leaders. Altogether, fourteen of the nineteen 

leaders had some previous t r a i n i n g or experience. A l l fourteen 

had previous group leadership experience. One woman was a 

s o c i a l worker with her Master of S o c i a l Work degree and t h i r t e e n 

others had received t r a i n i n g i n Y.M.C.A. leadership t r a i n i n g 

courses. When interviewing volunteer applicants the s t a f f 

look f o r c e r t a i n t r a i t s and c h a r a c t e r i s t i c s to help them reach 

a d e c i s i o n as to whether or not the applicant has the p o t e n t i a l 

and the i n t e r e s t to enable him to become a valuable volunteer. 

Some of these c h a r a c t e r i s t i c s can be determined f a i r l y accurately 

and some require subjective evaluation on the part of the 

interviewer. I f the applicant has been a member of the Y.M.C.A., 

consideration i s given to the length of h i s membership, degree 

of p a r t i c i p a t i o n , and general a t t i t u d e s . I f not, the i n t e r 

viewer t r i e s to assess the i n d i v i d u a l ' s general maturity and 

adjustment, whether or not the person stands out from the 

average, and whether or not he would l i k e l y respond to the 

t r a i n i n g which volunteers are offered. In the case of students, 

s c h o l a s t i c achievement i s considered i n an attempt to avoid 

overburdening the volunteer. 

With t h i s information as background, an o r i e n t a t i o n 

and t r a i n i n g course was established f o r the new and inexperienced 
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l e a d e r s . I t was expanded t o i n c l u d e a l l p r o g r a m v o l u n t e e r s . 

T h i s t r a i n i n g p e r i o d e x t e n d e d f o r s i x w e e k l y s e s s i o n s and 

p r o v i d e d a t o t a l t r a i n i n g t i m e o f a p p r o x i m a t e l y t e n h o u r s . 

F o l l o w i n g t h i s s e r i e s , "bi-weekly s u p p e r m e e t i n g s were p l a n n e d 

t o i n c l u d e an e v e n i n g t r a i n i n g s e s s i o n . The program o f t h e s e 

s e s s i o n s v a r i e s and mig h t i n c l u d e g u e s t s p e a k e r , p a n e l s , 

f o r u m s , f i l m s , e t c . The l e a d e r s t h e m s e l v e s h e l p . t o p l a n t h e 

program agenda f o r t h e s e m e e t i n g s and can s u g g e s t any t o p i c 

t h e y w i s h t h a t i s r e l e v a n t t o t h e i r v o l u n t e e r p l a c e m e n t , e g . , 

s k i l l s , group d y n a m i c s , i n d i v i d u a l b e h a v i o u r , and l e a d e r s h i p 

t e c h n i q u e s . I n a d d i t i o n t o t h e s e t r a i n i n g m e e t i n g s , a l l 

l e a d e r s are. c o n t i n u a l l y s u p e r v i s e d . The m a j o r i t y r e c e i v e 

r e g u l a r w e e k l y s u p e r v i s i o n and t h e r e m a i n i n g few r e c e i v e s u p e r 

v i s o r y h e l p e i t h e r b i - w e e k l y o r when s p e c i a l needs a r i s e . I s 

p a r t o f t h e i r r e g u l a r r e s p o n s i b i l i t i e s group l e a d e r s f i l l i n 

a s t a t i s t i c a l a c t i v i t y s h e e t a t t h e end o f each s e s s i o n . 

L e a d e r s a r e n o t , however, a s k e d t o do r e c o r d i n g on group -

a c t i v i t i e s o r members. 

The C e n t r a l Y.M.C.A. does n o t encourage i t s l e a d e r s 

t o make use o f community t r a i n i n g c o u r s e s o r s k i l l s w o r k s h o p s . 

I t has b e e n o b s e r v e d t h a t v e r y few l e a d e r s a t t e n d s u c h m e e t i n g s 

and t h a t t h o s e who do seem t o b e n e f i t v e r y l i t t l e f r o m them 

when i t comes t o i m p l e m e n t i n g t h e c o n t e n t o f t h e c o u r s e i n 

group a c t i v i t i e s . As a r e s u l t , l e a d e r s a r e enc o u r a g e d t o 

a t t e n d t h e Y.M.C.A. l e a d e r s ' m e e t i n g s where t h e s m a l l e r 

a t t e n d a n c e and g r e a t e r u n i t y o f i n t e r e s t makes f o r a more 

i n t e n s i v e l e a r n i n g e x p e r i e n c e . 
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The Boys* Work Secretary at the Central Y.M.C.A. -. 

expressed the opinion that s t a f f need to have more time 

a v a i l a b l e i f they are to .implement a more e f f e c t i v e r e c r u i t i n g 

and t r a i n i n g program. 1 I t i s h i s opinion that the most 

e f f e c t i v e leadership t r a i n i n g i s done within small groups 

of f i f t e e n to twenty leaders. With r e l a t i v e l y small u n i t s f o r 

d i s c u s s i o n purposes a leader i s able to ask questions without 

f e e l i n g unduly self-conscious. I t i s around t h i s thinking that 

the Y.M.C.A. has developed i t s own rather i n d i v i d u a l approach 

to the recruitment and t r a i n i n g of volunteers. 

The Alma Y.M.C.A. 

Including the t r a i n i n g process of supervision, there 

are three t r a i n i n g programs i n operation i n the Alma Y.M.C.A. 

The advisors of the two Hi-Y'clubs have a t r a i n i n g program 

s p e c i f i c a l l y designed f o r t h e i r a c t i v i t y . Since these people 

a r e ' p r o f e s s i o n a l l y t r a i n e d teachers, l e s s demands on t h e i r time 

can be made and, i n f a c t , l e s s of t h e i r time i s needed. These 

club advisors meet monthly to confer with the Di r e c t o r of the 

Alma Y.M.C.A. Their meetings deal with a review of objectives 

and goals, progress evaluations, methods of work, and program 

planning. This keeps each Hi-Y club functioning as a u n i t of 

the Y.M.C.A. within the basic program even though each club can 

and does operate quite independently of the other. 

The t r a i n i n g program f o r a l l the other club and 

a c t i v i t y leaders i s quite d i f f e r e n t . These leaders meet 

1 Personal interview, B i l l Bentley, February 27, 1957* 
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f o r a leadership t r a i n i n g session every two weeks. A c h a i r 

man i s elected from the leaders group. A t y p i c a l meeting 

would begin with a devotional or reading. This would be followed 

by routine clearances of programs, dates, times and f a c i l i t i e s . 

The s p e c i a l evening program might consist of speakers, panels, 

or f i l m s . 1 The leaders discuss the s i g n i f i c a n c e of t h i s 

program at some length. The meeting i s terminated following 

a round-the-table progression of d i f f i c u l t i e s a r i s i n g i n the 

volunteer placements, and a sharing of r e l a t e d experiences. 

A high proportion of leaders attend these, meetings and 

o c c a s i o n a l l y they are v i s i t e d by Board or Committee members. 

I t i s also planned to allow one volunteer to attend each 

Board Meeting as an educational experience. 

Every volunteer leader meets with a f u l l time s t a f f 

person on a continuing b a s i s . These meetings might be held 

e i t h e r weekly or bi-weekly as the s i t u a t i o n requires, and 

are geared to the s p e c i f i c needs of a leader and h i s group. 

Leaders are not asked to do group records but do submit regu

l a r l y an a c t i v i t y report form f o r s t a t i s t i c a l purposes. 

With respect to the development of a more intensive 

t r a i n i n g program, the D i r e c t o r of t h i s agency f e l t that leader

ship t r a i n i n g should be developed f o r the s i t u a t i o n f o r which 

the leader i s being t r a i n e d . He stated that general volunteer 

t r a i n i n g , o r i e n t a t i o n to the agency and volunteer work, and 

1 The leaders plan t h i s p o r t i o n of the meeting them
selves, and may substitute s k i l l s t r a i n i n g of they wish. 
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s k i l l s t r a i n i n g can a l l be b e t t e r done within the agency where 

the volunteer w i l l be working. Apparently leaders who have 

gone to community sponsored s k i l l s workshops simply do not 

carry the newly learned s k i l l s back to the groups. The Y.M.C.A. 

has t r i e d both c e n t r a l i z e d and decentralized t r a i n i n g courses 

f o r volunteers. The decentralized courses have been found to 

be more e f f e c t i v e by f a r . 

Vancouver East Y.M.C.A. 

The D i r e c t o r of the Vancouver East Y.M.C.A. admitted 

that actual t r a i n i n g p r a c t i c e s l e f t much to be d e s i r e d . 1 He 

stated that the current trend was toward greater emphasis on 

leadership t r a i n i n g . Currently the a c t i v i t y leaders meet 

twice monthly f o r t r a i n i n g sessions. The club advisors have 

monthly meetings. In these meetings, the leaders are provided 

with basic information that a. leader might need; eg., agency 

background, purpose, program, leaders* r o l e s , group dynamics, 

s k i l l s , etc. An opportunity i s provided to ask questions 

which might a r i s e i n the leadership s i t u a t i o n and to discuss 

points of mutual i n t e r e s t with the other leaders. In ad d i t i o n 

to these meetings, each volunteer leader has the opportunity 

to meet with a s t a f f person whenever he wishes or when any 

problems should a r i s e . 

The D i r e c t o r plans f o r the near future to place more 

and more emphasis i n leadership t r a i n i n g on "what makes people 

1 Personal interview, Mr. Jack Hopkins, Executive 
Secretary, February 18, 1 9 5 7 . 
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t i c k ? " I t i s hoped that a long-range development plan might 

be t t e r help leaders to observe and record i n d i c a t i o n s of i n d i 

v i d u a l growth and development. C l o s e l y r e l a t e d to t h i s point, 

i s a statement by the Y.M.C.A. of what i s considered to be the 

major q u a l i f i c a t i o n s f o r a club advisor. The statement appears 

on the reverse side of the volunteer a p p l i c a t i o n form and could 

well be paraphrased here. A leader should have the a b i l i t y to 

r e l a t e himself e f f e c t i v e l y with the age group with which he w i l l 

l i k e l y be working. He should be a person young people l i k e to 

be with and who l i k e s to work with them. He should have a 

relaxed way of working and be able to gain support e a s i l y . A 

wholesome mature p e r s o n a l i t y i s e s s e n t i a l . He should possess 

the values f o r which the program works, be adult c h r o n o l o g i c a l l y , 

and able to share as an adult without dominating or seeking to 

meet h i s own emotional needs through others. F i n a l l y , he should 

be a person who wants to do a good job; w i l l r e a d i l y accept 

t r a i n i n g and supervision and become a partner i n the youth 

education enterprise; and have the a b i l i t y and wi l l i n g n e s s to 

give the necessary time on the job. In additi o n to t h i s 

statement i t i s important to obtain leaders who can accept the 

basic concept of the Y.M.C.A. as an agency dedicated to devel

oping the C h r i s t i a n p e r s o n a l i t y . 

I t was suggested that one of the needs of the 

Vancouver community with reference to t r a i n i n g of program 

volunteers i s f o r a cen t r a l counselling service to agency 

personnel to use as a resource. I f q u a l i f i e d help, i n s t r u c t i o n , 
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and leadership were a v a i l a b l e through such a source, 

agencies' would be more r e a d i l y able to t r a i n t h e i r own 

leaders. This t r a i n i n g might help a l l e v i a t e the need f o r cap-v. 

able leaders who have some understanding of human behaviour. 

Fairmount Y.M.C.A. 

The Fairmount Y.M.C.A. seems to place a unique 

emphasis on t r a i n i n g f o r leadership development. The basic 

idea i s to s t r i v e to develop leadership p o t e n t i a l i n members of 

a l l ages and i n a l l a c t i v i t i e s — both p h y s i c a l and s o c i a l . 

This i s attempted by encouraging members to assume as much 

r e s p o n s i b i l i t y as t h e i r p a r t i c i p a t i o n allows. Even i n the 

groups i n the 9 - 1 2 and 13 - 15 year age range members are 

urged to assume r e s p o n s i b i l i t y f o r matters of routine such as 

taking attendance, i n s t r u c t i n g a c t i v i t i e s under guidance, 

a s s i s t i n g with planning, g i v i n g out equipment, demonstrating, 

etc. One of the older groups with f i v e boys meets twice weekly. 

Their program consists of one a c t i v i t y evening when a c t i v i t y 

leadership i s stressed and one t r a i n i n g or "fellowship" 

l e c t u r e . The fellowship program makes use of v i s u a l a i d s , 

forums, t a l k s , etc., and includes a written examination at 

the conclusion of the course. That two a d d i t i o n a l groups are 

not r e c e i v i n g a s i m i l a r program i s due only to a temporary 

s t a f f shortage. A l l three groups d i d have an o r i e n t a t i o n 

course of two periods and a l l p a r t i c i p a t e i n the planning of 

the gym program. 

I t i s the f e e l i n g of the Secretary that adult clubs 
have no need f o r an advisor but the Secretary does t r y to work 
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with these clubs through the nat u r a l or indigenous leader. 

Fairmount Y.M.C.A. co-sponsored the Fraserview 

Leadership T r a i n i n g Course f o r adult volunteers with the 

Fraserview Community A s s o c i a t i o n . This course was advertized 

through the Fraserview Community Council B u l l e t i n , through 

l o c a l Parent-Teacher A s s o c i a t i o n s , and through posters placed 

i n l o c a l stores. A r e g i s t r a t i o n of t h i r t y adults was obtained 

and twenty of these continued to the end of the s i x week course. 

The Fairmount Y.M.C.A. obtained f i v e program leaders from 

t h i s course. 

A community t r a i n i n g course i s being planned f o r 

teenage volunteers i n the area. A f i v e week course i s planned. 

To p u b l i c i z e t h i s course, notices were sent to Fairmount 

Y.M.C.A. membership, John O l i v e r High School and Gladstone 

High School. In addition, the Secretary spoke to teachers, 

to clubs, and gave information to the school counsellors. 

At t h i s date i t i s too ear l y to determine what the response 

w i l l be but community i n t e r e s t seems high. 

Four leaders from Fairmount Y.M.C.A. p a r t i c i p a t e d 

i n . a s k i l l s t r a i n i n g course sponsored by the Volunteer Bureau 

of Greater Vancouver. Two of these leaders were very pleased 

with the course but the other leaders expressed the opinion that 

i t was only of moderate value. I t i s the think i n g of the 

Fairmount Y.M.C.A. s t a f f that greater value might be obtained 

through l o c a l i z e d t r a i n i n g programs. 
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The adult volunteer leaders at t h i s agency meet twice 

monthly. These meetings are designed to deal with e s s e n t i a l l y 

the same material as a group supervisory p e r i o d might do, eg., 

program and leadership concerns common to a l l program a c t i v 

i t i e s and to a l l program volunteers. A l l volunteers receive 

frequent supervision. The progression tends to be weekly 

meetings at the commencement of the placement, bi-weekly 

supervision when the leader i s established with the group and 

has learned the routines, and informal or occasional contacts 

when the volunteer leader achieves a state of r e l a t i v e s e c u r i t y 

and independence i n h i s placement. 

One of the reasons given f o r the success of the v o l 

unteer program at the Fairmount Y.M.C.A. i s the c a l i b r e of 

volunteer who a p p l i e s . The Secretary stated that there had 

been no need to turn away a s i n g l e volunteer applicant i n the 

past two years. When each volunteer applicant i s interviewed, 

the s t a f f worker considers h i s general a t t i t u d e s , s i n c e r i t y , 

personal q u a l i f i c a t i o n s , past experience, and i n d i v i d u a l and 

group adjustment (where t h i s can be obtained or i s known). 

The f i n a l d e cision i s made on the ba s i s of s t a f f evaluation 

and impression. 

The Secretary o u t l i n e d what he considered to be a 

desirable volunteer program 1 and toward which, i t i s assumed, 

the Fairmount Y.M.C.A. s t a f f i s s t r i v i n g . A greater flow of 

1 Personal interview, Mr. Don McCombe, Executive 
Secretary, February 26, 1957* 
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leaders was deemed necessary and i t was suggested that t h i s 

flow could be improved through improved p u b l i c r e l a t i o n s . 

C e rtain times of the year (eg., September) should be set 

aside f o r leadership t r a i n i n g , o r i e n t a t i o n courses, and 

workshops. In t e r p r a t i v e material should be prepared s t a t i n g 

b r i e f l y the opportunities f o r volunteer s e r v i c e , agency p o l i 

c i e s , philosophy of volunteer s e r v i c e , etc. 

Each applicant should be c a r e f u l l y interviewed. 

I f accepted, the leader should then be supported i n s t a r t i n g 

out with h i s group. Indivi d u a l supervision can be f l e x i b l e ' 

but must be offered at l e a s t twice monthly. The opinion was 

expressed that the agency has the r e s p o n s i b i l i t y . t o o b r i n g 

together such volunteers as may be doing a s i m i l a r type of work 

so they may mutually b e n e f i t from t h e i r v a r i e d experiences. 

At the termination of the volunteer's placement there must be 

an adequate evaluation. In t h i s respect i t i s important f o r 

the agency s t a f f to show t h e i r good int e n t i o n s by s t a t i n g the 

f a c t s simply and c l e a r l y . F i n a l l y , throughout the e n t i r e 

duration of the volunteer's contact with the agency there i s a 

great need f o r basic and sincere opportunities of r e c o g n i t i o n 

f o r the volunteer. 

Pender Y.W.C.A. 

In the course of t h i s program year there were three 

methods used to o f f e r t r a i n i n g to the program volunteers. A l l 

leaders were encouraged to p a r t i c i p a t e i n a four week s k i l l s 
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course j o i n t l y sponsored by the Volunteer Bureau and the Ex

tension Department of the U n i v e r s i t y . The r e g i s t r a t i o n fee 

f o r the leaders was pai d f o r by the Pender Y.W.C.A. and as a 

r e s u l t s i x leaders took advantage of t h i s opportunity f o r 

t r a i n i n g . 

The second method f o r t r a i n i n g program leaders was 

regular supervision. The r e s p o n s i b i l i t y f o r supervising v o l 

unteers was divided between the f u l l - t i m e s t a f f . Each leader 

was supervised by the senior s t a f f person on duty at the time 

of h i s or her placement. Supervisory meetings took place nearly 

every week e i t h e r before or a f t e r the group meetings and pro

vided an ongoing opportunity f o r l e a r n i n g by the volunteer.. 

The Content of these meetings might include routine program 

clearances, discussion of group process and progress, d i s 

cussions of leaders' concerns, etc. The success of these 

supervisory meetings v a r i e d g r e a t l y with each i n d i v i d u a l 

leader. 

The t h i r d method of t r a i n i n g o f f e r e d i n t h i s agency 

i s group recording. Generally, the leaders d i d t h e i r recordings 

r e g u l a r l y . These recordings were fo r the most part f a c t u a l 

accounts of a c t i v i t y . They included very l i t t l e or i n d i v i d u a l 

observations or group process.unless i t was something which was 

extremely evident. 

The D i r e c t o r of the Pender Y.W.C.A. has a two-fold 
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plan f o r increased t r a i n i n g f o r volunteers. This t r a i n i n g 

program i s to be based upon the fundamental q u a l i t i e s which 

the D i r e c t o r looks f o r i n volunteer applicants. B r i e f l y , some 

of these q u a l i t i e s are maturity, i n t e r e s t i n young people, 

desirable motivation i n volunteering, enthusiasm and under

standing of the job, and wi l l i n g n e s s to give the required 

amount of time. The D i r e c t o r expressed the opinion that every 

agency had a d i r e c t r e s p o n s i b i l i t y to o f f e r to volunteers a 

basic t r a i n i n g course at the beginning of the program y e a r . 1 

This course should include some o r i e n t a t i o n to the s p e c i f i c 

agency, i n t e r e s t s and needs of persons of various ages, how a 

volunteer leader works with groups, and some i n t e r p r e t a t i o n of 

the m u l t i p l i c i t y of r o l e s of any group leader. 

The second part of the proposed t r a i n i n g plan was 

the development of regular, monthly leader meetings., De

pending upon the numbers of leaders attending, two such groups 

might be offered — one f o r the leaders of s o c i a l groups or 

clubs, and the other f o r leaders of i n t e r e s t a c t i v i t i e s . 

The advantage of these regular meetings would be i n the oppor

t u n i t y f o r the volunteers to meet each other and to be n e f i t 

from the discussions of the experiences of others. Leaders 

would have a chance to share and discuss t h e i r d i f f i c u l t i e s , 

receive help c o l l e c t i v e l y , and to discuss the p a r t i c u l a r 

strengths of t h e i r programs. These meetings could also a i d i n 

1 Personal interview, Miss Marguerite Monroe, 
Di r e c t o r , March 5, 1957. 
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developing a p o s i t i v e " e s p r i t de corps". The D i r e c t o r stated 

that frequently volunteers are asked to do very d i f f i c u l t 

jobs of leadership and that such help as can be o f f e r e d through 

a t r a i n i n g course i s the minimum that the agency can do to 

f u l f i l l i t s r e s p o n s i b i l i t y to the program volunteers, and i t s 

r e s p o n s i b i l i t y to the members. 

Gordon House 

At the time of t h i s study the volunteer t r a i n i n g 

program could not be c a l l e d h i g h l y developed. P r i o r to t h i s 

year there had been no: formal t r a i n i n g program. At t h i s time, 

agency s t a f f made t h e i r f i r s t attempt to o r i e n t volunteers 

through a formally organized program. Eight leaders par

t i c i p a t e d i n t h i s program, c o n s t i t u t i n g approximately one t h i r d 

of the leaders i n the agency at that time. This proportion may 

appear low but would probably compare favourably with the ex

perience of other agencies, considering i t was a f i r s t attempt 

at o r i e n t a t i o n . I t has been the p o l i c y of Gordon House to 

encourage i t s volunteer leaders to p a r t i c i p a t e i n leadership 

courses sponsored by the Community Chest and Council of 

Greater Vancouver, the Extension Department of the U n i v e r s i t y , 

and the Volunteer Bureau. 

In assessing the strengths of the volunteer t r a i n i n g 

programsat Gordon House i t should be noted that eleven of the 

volunteers had previous experience. 1 While past t r a i n i n g may 

1 One had p r o f e s s i o n a l S o c i a l Work t r a i n i n g , seven had 
previous group leadership experience, and three had previous 
experience i n art and teaching s k i l l s . 
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not be due to the work of the agency, t h i s t r a i n i n g does have . 

d i r e c t value and b e n e f i t to agency service and program. 

Po s s i b l y the strongest part of the t r a i n i n g program 

i s the supervision of the volunteers by the f u l l time workers. 

A l l of the volunteers are r e c e i v i n g supervision of some kind. 

S i x leaders receive regular weekly supervision and about 

the same number receive supervision r e g u l a r l y every two or 

three weeks. A l l of the other leaders as w e l l as some of those 

already mentioned have the opportunity to meet with t h e i r 

respective supervisors at any time they wish, i n order to c l a r 

i f y problems that a r i s e p e r i o d i c a l l y . 

The D i r e c t o r of Gordon House 1 gave some suggestions 

as to the type of t r a i n i n g program he would l i k e to see im

plemented i n the Vancouver area. He f e l t i t was imperative 

that a desirable q u a l i t y of volunteer be a t t r a c t e d to the 

agency. Some of the q u a l i f i c a t i o n s he s a i d should be considered 

were i n d i v i d u a l p e r s o n a l i t y , motivation and i n t e n s i t y of 

desire to do the job, an understanding of what the job e n t a i l s , 

a w i l l i n g n e s s to accept the r e s p o n s i b i l i t i e s involved, and 

s p e c i f i c s k i l l s . At the beginning of the program year an 

o r i e n t a t i o n and t r a i n i n g course should be offered. I t should 

be joinjtly sponsored by the Volunteer Bureau and the 

1 Personal interview, Mr. Elmer Helm, D i r e c t o r , 
March 5 , 1957. 
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community agencies. 1 The Volunteer Bureau could p r o f i t a b l y 

deal with the philosophy and p r i n c i p l e s of volunteer group 

leadership, fundamentals of group process and dynamics, r o l e s 

of the leaders, s p e c i f i c s k i l l s , etc. The agencies could then 

inform the volunteers of agency background and purpose, the 

d e t a i l s of agency program, what leaders might expect upon f i r s t 

meeting a group, and other pertinent d e t a i l s of o r i e n t a t i o n . 

In a d d i t i o n to t h i s i n i t i a l o r i e n t a t i o n and t r a i n i n g s e r i e s , 

supervision should be offered to a l l volunteers c o n t i n u a l l y . 

In t h i s s e t t i n g both i n d i v i d u a l and group supervision can be 

properly employed. I t i s important, however, that group and 

i n d i v i d u a l supervision be complementary rather than supple

mentary. This j o i n t use of the two forms of supervision has 

many advantages i n c l u d i n g an opportunity f o r a maximum of 

education f o r the volunteers combined with a minimum consumption 

of s t a f f time. 

Alexandra Neighbourhood House 

The plan f o r the t r a i n i n g of program.volunteers at 

Alexandra Neighbourhood House has been changing f o r the past 

three or four years i n a constant trend. Two years before t h i s 

study was begun, the s t a f f of Alexandra House undertook a l l the 

t r a i n i n g of i t s leaders. The recent trend has been away from 

t h i s p r a c t i c e and toward encouraging a l l leaders to p a r t i c i p a t e 

i n community t r a i n i n g courses sponsored by the Community Chest 

1 The opinion was expressed that t h i s aeries should 
not exceed three meetings i n view of the demands on volun
teers' time. 
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and Council, the Volunteer Bureau, or the Extension Depart

ment of the U n i v e r s i t y of B r i t i s h Columbia.. To date these 

courses have not proved altogether s a t i s f a c t o r y . 1 The 

v a r i a t i o n i n s k i l l , maturity, background, and volunteer 

placements i s such that a c e n t r a l agency has d i f f i c u l t y de

termining an appropriate l e v e l of i n s t r u c t i o n and t r a i n i n g 

f o r a l l the volunteers taking the course. Consequently, there 

i s a lessening i n the p a r t i c i p a t i o n of the volunteers.and the 

t r a i n i n g becomes l e s s e f f e c t i v e . The greatest advantage to 

a c e n t r a l i z e d system of t r a i n i n g i s probably that f o r a l l 

p a r t i c i p a t i n g agencies i t i s a great economy of s t a f f time. 

As yet there are not many of these courses held, so there 

remains much t r a i n i n g to be done by the respective agencies. 

I t i s generally agreed that some t r a i n i n g can be 

given to a l l leaders i r r e s p e c t i v e of job and agency. In 

additio n some t r a i n i n g must be given i n r e l a t i o n to the type 

of job and the s p e c i f i c s i t u a t i o n . Training as d i s t i n c t from 

and i n additi o n to supervision should be ongoing throughout 

the program year. I t i s i n these areas that the agency s t a f f 

s t i l l have f u l l r e s p o n s i b i l i t y . 

In t r y i n g to meet t h i s r e s p o n s i b i l i t y , Alexandra 

Neighbourhood House offered a five- week t r a i n i n g course f o r a l l 

1 Personal interview, Mr. B a s i l Robinson, Executive 
D i r e c t o r , February 26, 1 9 5 7 . 
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volunteers i n the year p r i o r to the undertaking of t h i s 

study. This course was p r i m a r i l y i n s t r u c t i o n a l and tended 

to he both more academic and more prolonged than workshops 

or o r i e n t a t i o n courses. The following year, no such course 

was planned. This was to enable p a r t i c i p a t i o n i n a "Leader

ship T r a i n i n g Course f o r Program Leaders" which was being, 

offered by Miss E l i z a b e t h Thomas.1 Approximately f i f t e e n 

leaders attended t h i s course and found i t a valuable a i d to 

t h e i r volunteer leadership. In comparison to a volunteer 

s t a f f of f o r t y , t h i s constitutes a f a i r l y large proportion 

to attend such a t r a i n i n g course. Of the t o t a l number of 

volunteers i n the Neighbourhood House, nearly h a l f had pre

vious experience or t r a i n i n g i n working with groups. Nearly 

a l l of these had had the experience of group leadership, and 

many had p a r t i c i p a t e d i n formal courses or workshops. A l l 

volunteers i n the agency — experienced or not — received 

some type of formal o r i e n t a t i o n . Some i n s t r u c t i o n i n program 

s k i l l s and t h e i r use was included i n the o r i e n t a t i o n course. 

Once the i n i t i a l o r i e n t a t i o n period was over, the 

continuing t r a i n i n g process had two important f a c e t s . These 

were monthly volunteer leaders* meetings and supervision. 

The leaders' meetings were held once monthly, but at no f i x e d 

time. The date was set and a l l leaders n o t i f i e d by mail 

about a week i n advance. Follow-up checks were also made by 

1 Miss Thomas was at that time a member of the 
f a c u l t y of the School of S o c i a l Work at the U n i v e r s i t y of 
B r i t i s h Columbia. 
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by telephone and personal contact. The formal t r a i n i n g pro

gram was c e n t r a l i z e d with the Program D i r e c t o r , as was a l l 

r e c r u i t i n g . ,'A t y p i c a l meeting might include a l e c t u r e , d i s 

cussion and o c c a s i o n a l l y i n s t r u c t i o n i n program s k i l l s . Once 

i n a while "gimmicks" were used 1 to stimulate p a r t i c i p a t i o n 

and enthusiasm on the part of the volunteers. 

Supervision, on the other hand, i s decentralized 

with each program s t a f f worker. Most supervision i s done on 

an i n d i v i d u a l b a s i s but of l a t e group supervision has been 

i n c r e a s i n g l y experimented with. Regular i n d i v i d u a l supervision 

i s o f f e r e d to a l l leaders on a bi-weekly b a s i s . In a d d i t i o n 

any or a l l leaders may ask f o r a d d i t i o n a l help or i n s t r u c t i o n 

preceding or f o l l o w i n g t h e i r group meeting. Group supervision 

was o r i g i n a l l y introduced i n t o Alexandra House as an expedient 

method of dealing with r e l a t i v e l y , large numbers of volunteers. 

Each p r o f e s s i o n a l s o c i a l worker may work with eight to f i f t e e n 

volunteers. I t was deemed nearly impossible f o r one person 

to meet i n d i v i d u a l l y with such numbers of leaders. Group 

supervision i s no longer only an expedient r e s o l u t i o n to a 

problem, but now provides leaders with a valuable and d i s t i n c t 

experience. M a t e r i a l p e r t a i n i n g to general program and 

leadership s i t u a t i o n s may be discussed and a l l leaders have 

the opportunity to b e n e f i t from the experiences of each. 

1 eg., Composite paintings; as each leader a r r i v e d he 
or she would add a few creative strokes to a large p a i n t i n g . 
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In a d d i t i o n to these meetings, i n d i v i d u a l supervisory sessions 

are s t i l l h eld r e g u l a r l y hut with s l i g h t l y l e s s frequency. 

A l l leaders at Alexandra Neighbourhood House are 

required to submit recordings of each group meeting. This 

recording experience i s valuable e d u c a t i o n a l l y 1 and provides 

the agency with a permanent record of...group a c t i v i t y and 

membership p a r t i c i p a t i o n . Also of some value to many leaders 

i s the s t a f f l i b r a r y , from which a l l leaders are e n t i t l e d to 

borrow books, pamphlets or other academic and program m a t e r i a l . 

p 

The opinion was strongly expressed that one v i t a l 

part of any volunteer program i s rec o g n i t i o n f o r the volunteer 

leaders. This r e c o g n i t i o n should be given on a continual 

basis throughout the year and i n some s p e c i a l form at the 

termination of placement. At Alexandra House, t h i s i s u s u a l l y 

done through a party or other s p e c i a l event f o r a l l leaders 

and a formal l e t t e r of appreciation f o r the work done and 

service given. 
x 

The D i r e c t o r ^ expressed the opinion that one of the 

major problems c u r r e n t l y f a c i n g the f u l l and c a r e f u l t r a i n i n g 

1 I f i t i s discussed and developed through i n d i 
v i d u a l supervision. 

2 Personal interview, Miss Josephine Spicer, Program 
Di r e c t o r , February 12, 1955. 

3 Personal interview, Mr. B a s i l Robinson, Executive 
D i r e c t o r , February 26, 1957* 
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of program volunteers i s that of the proper and respective r o l e s 

of c e n t r a l i z e d and decentralized t r a i n i n g . Inherent i n t h i s 

problem are such important matter's as the c l a s s i f i c a t i o n of 

the kinds of jobs that volunteers do, consideration f o r the 

past experience or t r a i n i n g of the volunteers, and the s p e c i f i c 

purpose of the agency f o r which the volunteer i s being t r a i n e d . 

The Volunteer Bureau of Greater Vancouver 

Within recent years the Volunteer Bureau has become 

a c t i v e l y i n t e r e s t e d i n the t r a i n i n g of v o l u n t e e r s . 1 The 

f i r s t planned move i n t h i s d i r e c t i o n was a one day workshop 

sponsored i n conjunction with the Group Work D i v i s i o n of the 

Community Chest and Council. From t h i s one day workshop, the 

t r a i n i n g of program volunteers by the Bureau has come a long 

way. In the spring of 1954 and 1955, the Junior League of 

Vancouver held t r a i n i n g courses f o r i t s p r o v i s i o n a l members. 

To these courses the Volunteer Bureau was i n v i t e d to send 

twenty volunteers to ser i e s of eight and seven l e c t u r e s , r e 

s p e c t i v e l y . These courses proved quite h e l p f u l , and i n some 

respects were the forerunners of r e g u l a r l y sponsored t r a i n i n g 

programs. 

During October, 1944, the Volunteer Bureau and the 

Adult Education Department of the Vancouver School Board 

1 The Bureau r e c r u i t s and t r a i n s volunteers f o r many 
areas of the health, welfare, and r e c r e a t i o n f i e l d s . Of the 
t o t a l number, a r e l a t i v e l y small percentage would be program 
volunteers f o r leisure-time agencies. 



73 
co-sponsored an o r i e n t a t i o n course f o r volunteers. The l e c 

turer f o r t h i s course was the D i r e c t o r of the Scliool of S o c i a l 

Work, Miss Marjorie J . Smith. This course obtained a r e g i 

s t r a t i o n of 44 volunteers. One year f o l l o w i n g t h i s o r i e n 

t a t i o n course the same two organizations co-sponsored two 

basic t r a i n i n g courses — one f o r advanced and one f o r be

ginning volunteers. Miss Marjorie Smith was the l e c t u r e r f o r 

the advanced course. The course f o r beginners was offered by 

Mrs. Helen McCrae, who i s on the Faculty of the School of 

S o c i a l Work. Once again, a most encouraging r e g i s t r a t i o n 

was obtained. 

In the spring of 1956, the l a r g e s t , most int e n s i v e . 

t r a i n i n g course yet attempted i n Vancouver was planned. I t 

a c t u a l l y consisted of four courses of f i v e sessions each and 

was j o i n t l y sponsored by the Volunteer Bureau, the U n i v e r s i t y 

Extension Department, and the Adult Education Department of 

the Vancouver School Board. The four courses o f f e r e d were: 

(1) "Work with Children". This was a c h i l d devel

opment s e r i e s given by Miss C e c i l Hay-Shaw. 

(2) "Work with Groups". This course emphasized the 

theory and p r i n c i p l e s of group dynamics and 

group leadership. Miss Anne Furness was the 

i n s t r u c t o r . 

(3) "Play and Playthings Appropriate f o r Various 

Age Groups". A large number of h o s p i t a l v o l 

unteer workers were among the r e g i s t r a n t s f o r 

t h i s course which was o f f e r e d by Mrs. P h y l l i s 
Robinson. 
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(4-) "Volunteers i n the Health F i e l d " . The i n s t r u c t o r 

f o r t h i s s e r i e s of f i v e sessions was Mrs. C l a i r e 

M c A l l i s t e r . 

The t o t a l r e g i s t r a t i o n f o r the four courses was approximately 

80 volunteers. 

The most recent t r a i n i n g course o f f e r e d by the 

Volunteer Bureau was held i n November, 1956. I t was co-

sponsored with the U n i v e r s i t y Extension Department. The t i t l e 

was a " S k i l l s Course f o r Program Volunteers". The person 

responsible f o r g i v i n g the serie s of four sessions was Mr. 

Gerald K. Webb. This was the f i r s t course o f f e r e d i n which a l l 

4-0 r e g i s t r a n t s were from leisure-time and r e c r e a t i o n agencies. 

Thirty-one of these r e g i s t e r e d p a r t i c i p a n t s were from agencies 

included i n t h i s study. 1 

A most important recent development d i r e c t l y r e l a t e d 
p 

to t r a i n i n g i s the establishment of an Advisory Committee. 

Representation f o r t h i s committee has been asked from a l l of 

the D i v i s i o n s of the S o c i a l Planning Section of the Community 

Chest and Council, and also from some organizations which are 

not members of the Community Chest and Council but are i n t e r 

ested i n volunteers. Some of the basic Volunteer Bureau 

philosophy underlying t h i s development i s as follows: 

1 Ten of these leaders came from Gordon House, 
fourteen from Alexandra House, f i v e from Pender Y.W.C.A., one 
from the Central Y.W.C.A., and one from the Jewish Community 
Centre. 

2 Personal interview, Mrs. MacFarlane, January, 1957. 
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The Volunteer Bureau "believes that i t s 
most u s e f u l r o l e ( i n respect to t r a i n i n g ) w i l l 
continue to be that of organizer and admini
s t r a t o r f o r courses which have been agreed upon 
by the users of volunteers as e s p e c i a l l y needful. 
This requires that the Bureau continue to be i n 
close consultation with these agencies. 1 

The t h i n k i n g presently suggests that t h i s committee might 

continue to work on the same informal l i n e s that have proven 

so u s e f u l i n the past. Representatives would b r i n g knowledge 

of the s p e c i a l volunteer needs of the agencies with t h e i r r e 

spective d i v i s i o n s . They would p a r t i c i p a t e i n discussion and 

evaluation of community-wide volunteer t r a i n i n g needs and.help 

reach conclusions as to the best uses of a v a i l a b l e resources 

to meet these needs. Once the general program had been de

termined f o r a d e f i n i t e period, s p e c i f i c courses could be 

devised through meetings of sub-committees of the appropriate 

representatives and representatives of the Volunteer Bureau. 

Implimentation of any approved t r a i n i n g program would be 

p r i m a r i l y the r e s p o n s i b i l i t y of the Volunteer Bureau. 

Mrs. M. F. MacParlane's statement goes on to say: 

We are acutely aware of the s a t i s f a c t i o n to 
volunteers themselves of t r a i n i n g and o r i e n t a t i o n 
which gives them i n d i v i d u a l confidence and some 
assurance that t h e i r volunteer time i s e f f e c t i v e l y 
employed. We b e l i e v e , important as the c o n t r i 
bution of volunteer service now i s i n the c i t y ' s 
t o t a l s o c i a l service programme, that we have only 

1 Mrs. M.P. MacFarlane, written statement 
fo l l o w i n g interview, February, 1957* 
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scratched the surface of i t s p o t e n t i a l . We 
believe that a broad co-operative approach 
to community-wide volunteer t r a i n i n g can be , 
a potent f a c t o r i n r e a l i z i n g on t h i s p o t e n t i a l . 

I t i s with a s i m i l a r thought that a co-ordinated 

community recruitment program i s seen as d e s i r a b l e . Through 

such a co-ordinated plan, many sources of volunteer leaders 

would be approached only once rather than by each i n d i v i d u a l 

agency. The r e s u l t i n g increased e f f i c i e n c y should save much 

time and v a s t l y improve the p u b l i c r e l a t i o n s of volunteer-

using agencies. 

1 Mrs. MacFarlane, i b i d . , p. 3 



Chapter 4-

Evaluation of Current P r a c t i c e 

I t i s d i f f i c u l t to make "blanket" observations 

concerning any such d i v e r s i f i e d programs as the recruitment 

and t r a i n i n g programs studied i n the several agencies sur

veyed. However, a few general comments might be appropriate. 

I t has been maintained that the value of service provided by 

program volunteers i s very great. Some idea of the magnitude 

of t h i s service might be obtained by considering that the ten 

agencies surveyed used more than 250 program volunteers. The 

time involved f o r these leaders averaged approximately three 

hours per week. These fi g u r e s provide no measurement of the 

other l e s s tangible services provided by the volunteer leaders. 

Such services include valuable i n t e r p r e t a t i o n to the community 

through personal and group contacts, recruitment through these 

contacts of a d d i t i o n a l p o t e n t i a l leaders, d i v e r s i t y of s k i l l s , 

experience,etc. During t h i s study, the trend as reported by 

most of the agencies i n the Vancouver area was toward l a r g e r 

and more comprehensive volunteer programs. At no time d i d any 

administrator or other s t a f f person express any d i s s a t i s f a c t i o n 

with volunteer service i n p r i n c i p l e . One d i r e c t o r a c t u a l l y 

stated that the best was none too good f o r volunteers i n 
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h i s agency. 1 Without them, i t would "be impossible to carry 

out an adequate leisure-time program. 

There are many examples of mutual b e n e f i t to both 

agency and volunteer. P o s s i b l y the best case of t h i s i s that 

of u n i v e r s i t y students who apply f o r volunteer opportunities 

i n the area of t h e i r i n t e r e s t s or s p e c i a l t i e s . Many of these 

students are considering graduate study i n a school of s o c i a l 

work and i n t h i s way have an opportunity of becoming b e t t e r 

acquainted with the s e t t i n g and nature of the work. Others may 

be students i n P h y s i c a l education who wish experience working 

with groups i n gym, tumbling, games, etc. These students, as 

well as providing service to the agency membership, have a 

p r a c t i c a l opportunity of t e s t i n g t h e i r a f f i n i t y f o r t h e i r 

chosen vocation or professions. 

The awareness among the s o c i a l group workers of the 

need f o r improved methods of r e c r u i t i n g and t r a i n i n g volunteers 

was considerably higher than expected. Everywhere there were 

plans, hopes or thoughts of improved programs. These plans 

were frequently hindered by shortage of s t a f f , i n s u f f i c i e n t 

finances, u n f a m i l i a r i t y with the community, and other reasons. 

For the most part -there was genuine concern about the current 

programs and a sincere desire to work out more e f f e c t i v e and 

e f f i c i e n t methods of recruitment and t r a i n i n g . Some agencies 

1 Personal interview, Mr. B.. A. Robinson, Alexandra 
Neighbourhood House, March, 1 9 5 4 - . 



79 

w i s h e d t o e s t a b l i s h these., programs t h e m s e l v e s w h i l e o t h e r s 

d e s i r e d community-wide r e c r u i t m e n t and t r a i n i n g programs t o be 

s e t up. W h i c h e v e r p a r t i c u l a r development t h e d i f f e r e n t s t a f f 

w o r k e r s saw as d e s i r a b l e , t h e r e was a t l e a s t one common f a c t o r . 

None were r e a l l y f a m i l i a r w i t h t h e a t t e m p t s a t r e c r u i t m e n t and 

t r a i n i n g w h i c h were b e i n g c a r r i e d on i n o t h e r a g e n c i e s . 

R e c r u i t m e n t 

I n o r d e r t o c o n s i d e r t h e community e f f o r t s t o w a r d 

r e c r u i t m e n t i t w i l l be v a l u a b l e a t t h i s p o i n t t o r e v i e w b r i e f l y 

t h e s u g g e s t i o n s made b y W i l s o n and R y l a n d 1 p e r t a i n i n g t o a 

sound p u b l i c i n t e r p r e t a t i o n program. The a u t h o r s s u g g e s t t h a t 

s u c h a program s h o u l d be e s t a b l i s h e d on a y e a r r o u n d b a s i s ; 

t h a t s p e c i f i c p l a n s s h o u l d be made f o r p e r s o n a l and mass media 

c o n t a c t s ; t h a t j o b d e s c r i p t i o n s h o u l d be w r i t t e n ; t h a t j o b s 

s h o u l d be c l a s s i f i e d ; and t h a t t h e s e c l a s s i f i c a t i o n s s h o u l d be 

p u b l i c i z e d . I n v i e w o f t h e s e s u g g e s t i o n s , do t h e a g e n c i e s i n 

t h i s s u r v e y i n c l u d e a sound p u b l i c r e l a t i o n s p rogram i n t h e i r 

e f f o r t s t o r e c r u i t v o l u n t e e r s ? O n l y one agency c o u l d be s a i d 

t o c o n d u c t a y e a r r o u n d r e c r u i t m e n t program. The J e w i s h 
p 

Community C e n t r e began r e c r u i t i n g e a r l y i n t h e f a l l . T h i s 

i n i t i a l process-^ was c o n t i n u e d u n t i l t h e immediate needs 

1 W i l s o n , G., and R y l a n d , G.; S o c i a l Group Work  
P r a c t i c e ; Houghton M i f f l i n Company, The R i v e r s i d e P r e s s ; 
Cambridge, Mass.; 1948, p.. 609 

2 The J e w i s h Community C e n t r e o n l y began u s i n g program 
v o l u n t e e r s i n September, 1956. 

3 See C h a p t e r I I , J e w i s h Community C e n t r e . 
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were f u l f i l l e d . During the winter a t r a i n i n g course was 

established f o r 22 persons of high school age who had expressed 

some i n t e r e s t i n group leadership. These p o t e n t i a l leaders were 

under no o b l i g a t i o n to serve as volunteer leaders i n the Centre. 

I t was expected, however, that some would be r e c r u i t e d to 

summer camp program and some to program leadership the fol l o w i n g 

f a l l . Leaders are also r e c r u i t e d from winter program to summer 

program, and vic e v e r s a . 1 

There i s i n d i c a t i o n that the s t a f f of the agencies 

have plans f o r personal and mass media contacts. How s p e c i f i c 

these plans are i s not known. Most of the r e c r u i t i n g s t a f f 

use i n d i v i d u a l v i s i t s , l e t t e r s , and telephone c a l l s to contact 

p o t e n t i a l leaders. V i s i t s to groups are made with slightly-

l e s s frequency. Frequently the community newspapers are used, 

and o c c a s i o n a l l y the metropolitan d a i l y papers — but always 

with a singular lack of success. The sources from which agencies 

obtain volunteers give a good i n d i c a t i o n of what emphasis i s 

placed on recruitment. Of the 250 volunteer leaders, agencies 

obtained 73 from among t h e i r own membership. The second best 

source i s the high schools — both students and teachers. 

Friends of s t a f f and volunteer leaders was a valuable source 

of leaders, r e c r u i t i n g 34 . Other important sources of leaders 

were: the U n i v e r s i t y of B r i t i s h Columbia 30 , the Volunteer 

Bureau of Greater Vancouver with 17 , Normal School with 14;2 

1 C r o s s - r e c r u i t i n g between summer and winter program 
leaders i s common i n most of the agencies. 

2 Normal School has since been incorporated with the 
College of Education of the U n i v e r s i t y of B r i t x s h Columbia. 
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and the A r t School with 8 r e c r u i t s f o r program leadership. 

From the general community and a l l other sources the numbers 

of program volunteers only approximated twenty. I t i s assumed 

that nearly a l l leaders r e c r u i t e d from these various sources ., 

were a c t u a l l y r e c r u i t e d through the respective i n s t i t u t i o n s as 

w e l l . I f t h i s assumption i s c o r r e c t , the f i g u r e s suggest that 

very few leaders are being r e c r u i t e d from other than seven 

"conventional" sources. Also that the community at large i s 

an e s s e n t i a l l y untapped resource f o r program leaders. 

S p e c i f i c job d e s c r i p t i o n s as an a i d to volunteer 

recruitment are sadly l a c k i n g . When a volunteer applies f o r 

a leadership p o s i t i o n , most agencies are able to o f f e r verbal 

d e s c r i p t i o n s of a job, or of job p o s s i b i l i t i e s . These de-r 

s c r i p t i o n s tend to be general i n nature and do not r e a l l y 

serve to help the applicant v i s u a l i z e the job he or she might 

be doing. Consequently, l i t t l e of the volunteer's doubt or 

uncertainty i s d i s p e l l e d . None of the agencies surveyed 

uses wr i t t e n job d e s c r i p t i o n s to any s i g n i f i c a n t degree. 

The degree to which volunteer job p o s s i b i l i t i e s can 

be c l a s s i f i e d depends upon the use and a v a i l a b i l i t y of job 

d e s c r i p t i o n s . C l a s s i f i c a t i o n s do seem to be used more 

frequently, e s p e c i a l l y f o r p u b l i c i t y pruposes. In nearly a l l 

recruitment p u b l i c i t y and l i t e r a t u r e some c l a s s i f i c a t i o n of 

volunteer jobs would be included. I f a s t a f f worker were 

speaking to an i n t e r e s t e d i n d i v i d u a l or a large group, some 

i n t e r p r e t a t i o n would be offered as to what a volunteer might 
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do. The same would apply to l e t t e r s , c i r c u l a r s , newspaper 

releases, etc. In view of the lack of s p e c i f i c job de

s c r i p t i o n s , the i n d i c a t i o n i s that these c l a s s i f i c a t i o n s are 

rather broad. In some instances they might simply consist of 

such headings as club leaders, a c t i v i t y leaders, i n s t r u c t o r s , 

etc. At other times, they might be more d e f i n i t e , s p e c i f y i n g 

gym leaders, a r t s and c r a f t s leaders, games room leaders, etc. 

These c l a s s i f i c a t i o n s as they stand are h e l p f u l and valuable 

f o r i n t e r p r e t i v e purposes. I f they were more s p e c i f i c and 

d e t a i l e d they might be even more valuable and e f f e c t i v e as a 

device f o r r e c r u i t i n g p o t e n t i a l leaders. 

S e l e c t i o n of volunteer applicants i s the second im

portant part of the recruitment process. At present i n Van

couver, t h i s process i s considerably divided by the paucity of 

volunteer applicants. This f a c t by i t s e l f may well be an i n 

d i c a t i o n .that the p u b l i c i n t e r p r e t a t i o n of the need and oppor

t u n i t i e s f o r volunteer leaders i s not being adequately, 

e f f e c t i v e l y , or completely done. An e f f e c t i v e p u b l i c i n 

t e r p r e t a t i o n program should i n t e r e s t s u f f i c i e n t p o t e n t i a l 

leaders to make s e l e c t i o n a r e a l i s t i c necessity. In current 

p r a c t i c e , volunteers are frequently r e c r u i t e d to f i l l a program 

gap or immediate need. In such cases, the f i r s t applicant who 

i s reasonably acceptable i s l i k e l y to be taken f o r the job. 

The elements of s e l e c t i o n i n such p r a c t i c e s are v i r t u a l l y non-

e x i s t a n t . Other opportunities f o r the s e l e c t i o n of volunteer 

leaders do present themselves. There are i n d i c a t i o n s of the 



frequency of such opportunities. Of the ten agencies surveyed 

f i v e had reason to r e j e c t a p p l i c a t i o n s owing to u n s a t i s f a c t o r y 

personal q u a l i f i c a t i o n s or f o r other reasons d i r e c t l y a f f e c t i n g 

the applicant's a b i l i t y to do the job required. Nineteen 

applicants were r e j e c t e d f o r such reasons. This f i g u r e rep

resents approximately seven percent of the t o t a l number of 

volunteer applicants. In addition there were approximately 20 

a p p l i c a t i o n s withheld or r e j e c t e d 1 because the program 

a c t i v i t i e s afforded no opportunities f o r the volunteers to move 

in t o a group leadership s i t u a t i o n . Only three agencies had 

acceptable volunteer applicants which, f o r program reasons, 

could not be used. This s i t u a t i o n might be an i n d i c a t i o n of 

a surplus number of applicants over the agencies' needs. How

ever, there i s another a l t e r n a t i v e . The agency may have r e 

ceived a p p l i c a t i o n s from a number of persons with a s i n g l e 

s p e c i a l t y ; eg., several persons may volunteer to i n s t r u c t a 

woodwork group but i f the agency program needs required only 

one woodwork leader the remainder would not be placed. Four 

of the ten agencies were able to use the services of every 

applicant who came to them during the program year i n which 

t h i s study was undertaken. 

There are two important methods used by most of these 

agencies to screen applicants. These are the personal interview 

and the a p p l i c a t i o n form. Representatives of a l l the agencies 

stated that volunteer applicants were asked to come i i i to the 

1 This f i g u r e represents an a d d i t i o n a l seven percent. 
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agency f o r a personal interview. The length of the i n t e r 

views and the q u a l i t y of them vary greatly from agency to agency 

and from worker to worker. There i s no i n d i c a t i o n of any agency 

taking planned steps to insure the accuracy of information and 

impressions gained through these interviews. The apparent 

goal of these interviews i s to provide the p r o f e s s i o n a l workers 

with a f i r s t - h a n d impression of the i n d i v i d u a l applicant's 

personal c h a r a c t e r i s t i c s , motivation f o r volunteering, and so 

f o r t h . 

The a p p l i c a t i o n form as an a i d to screening volunteers 

i s considerably more c o n t r o v e r s i a l . I t has not received the 

unanimous acceptance of the interview. The majority of the 

agencies surveyed do use a p p l i c a t i o n forms. 1 Those that do, 

f e e l i t i s an e s s e n t i a l part of the screening process. I t i s 

considered an invaluable aid to providing a basic minimum of 

information pertinent to the volunteer's background, experience, 

etc. Two or three agencies which do not employ a p p l i c a t i o n 

forms declined to state whether they viewed such forms as an 

asset or a l i a b i l i t y . The Program D i r e c t o r at the Jewish 
p 

Community Centre expressed a very d e f i n i t e opinion. He sug

gested that a p p l i c a t i o n forms could become a l i a b i l i t y i f they 

were used mechanically. For t h i s reason a p p l i c a t i o n forms are 

not used at the Jewish Community Centre. Rather, the basic 

information which would otherwise be obtained through the 

1 A l l a p p l i c a t i o n forms used l o c a l l y are quite s i m i 
l a r . See Appendix A. 

2 Personal interview, Walter Lampe, February 26, 1 9 5 7 . 
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a p p l i c a t i o n form, i s obtained from the personal interview i n 

a more f l e x i b l e manner. 

The evaluative part of the s e l e c t i o n process i s , 

of course, d i r e c t l y r e l a t e d to screening methods. The 

information on the a p p l i c a t i o n forms and the impressions formed 

during the personal interviews are considered to be s u f f i c i e n t 

f o r reaching a f i n a l d e c i s i o n as to the applicant's s u i t a b i l i t y 

f o r volunteer group leadership. Recommended p r a c t i c e f o r t h i s 

process i s to delay a few days p r i o r to the actual evaluation. 

This p r a c t i c e i s adherred to i n some instances but the common 

p r a c t i c e i n nearly a l l agencies i s to accept or r e j e c t the a p p l i 

cant almost on the spot. The basis of most evaluative de

c i s i o n s i s the worker's analysis of the applicant's personal 

q u a l i f i c a t i o n s , motivation, a v a i l a b i l i t y , and s k i l l s . The 

frequency of acceptance and r e j e c t i o n has already been d i s 

cussed. Upon reaching a d e c i s i o n , the worker must n o t i f y 

the applicant. In instances of the seven percent outright 

r e j e c t i o n s or the seven percent r e j e c t i o n s r e s u l t i n g from 

program l i m i t a t i o n s , extremely c a r e f u l i n t e r p r e t a t i o n must be 

done to insure that the r e j e c t e d applicant does not f e e l 

h o s t i l e about h i s r e j e c t i o n . This i n t e r p r e t a t i o n i s probably 

done quite c a r e f u l l y i n view of the small numbers of r e j e c t i o n 

necessary. 

T r a i n i n g 

During the course of t h i s survey, i t became i n 

creasingly obvious that agency s t a f f s gave considerably more 
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attention and time to the t r a i n i n g of program volunteers than 

to t h e i r recruitment. The t r a i n i n g programs are, generally, 

"better planned and organized than the recruitment programs. 

B a s i c a l l y , s t a f f s seem to accept the statement of Wilson aid 

Ryland that ".... the volunteer needs s p e c i f i c t r a i n i n g before 

he s t a r t s work and s p e c i f i c help a f t e r he has begun". 1 An 

attempt i s made to provide t h i s t r a i n i n g and help i n most cases. 

There are many reasons why t h i s t r a i n i n g and help i s neither as 

extensive nor as intensive as the workers would d e s i r e . F r e 

quently, f i n a n c i a l problems, r e s u l t i n g i n too heavy work loads 

and a shortage of s t a f f time, are a c o n t r i b u t i n g cause. Some

times, the volunteers are r e l u c t a n t to make a f u r t h e r commit

ment of t h e i r time f o r t r a i n i n g purposes. The e s s e n t i a l com

ponents of the o v e r - a l l t r a i n i n g process being considered here 

are o r i e n t a t i o n , supervision, recording, evaluation, and r e c 

ognition. The q u a l i t y and enthusiasm with which s t a f f workers 

carry out these parts of the t r a i n i n g programs vary sharply 

from agency to agency; and also vary considerably between 

the d i f f e r e n t parts of the t r a i n i n g process. 

Of the t o t a l number of volunteers (over 250) approx

imately 140 had some kind of experience p r i o r to moving i n t o 

a group leadership s i t u a t i o n . Nearly 110 of these volunteers 

had done primary group leadership at one time or another. F i f t y 

had p a r t i c i p a t e d i n some kind of formal l e c t u r e t r a i n i n g course 

1 Wilson, G., and Ryland, G., S o c i a l Group Work  
Practiced Houghton M i f f l i n Company*, The Riverside Press; 
Cambridge, Mass.; 1948; p. 609 
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and 34 had taken part i n a workshop dealing with the develop

ment and use of program s k i l l s . In addition there were twenty-

teachers and s i x p r o f e s s i o n a l s o c i a l workers doing volunteer 

leadership. Since 55 percent of a l l t h e i r volunteers had some 

previous experience and t r a i n i n g , agencies may well take t h i s 

into account when planning.their t r a i n i n g programs. However, 

notwithstanding any t r a i n i n g these leaders may have had, i t i s 

l i k e l y they would s t i l l need some o r i e n t a t i o n f o r t h e i r volun

teer a c t i v i t y and i t i s c e r t a i n they should have ongoing help 

f o r the duration of t h e i r placement. 

At the time of t h i s study, 150 of the 250 volunteers 

were reported to he r e c e i v i n g or to have received some form of 

t r a i n i n g during that program year. About one h a l f of a l l the 

leaders p a r t i c i p a t e d i n an o r i e n t a t i o n or i n i t i a l t r a i n i n g 

course. The majority of these leaders were taking part i n 

small courses sponsored by a single agency f o r i t s own volun

teers. Most of these courses are purposely kept Short, i . e . , 

one or two evenings. Approximately t h i r t y leaders were involved 

i n workshops on the mastery and use of program s k i l l s . This 

number may seem proportionately low but the large numbers of 

leaders with previous experience i n leadership or program s k i l l s 

should be remembered. Also many leaders may be a c t i v i t y spec

i a l i s t s and have no need f o r general s k i l l s or f o r fu r t h e r 

competence i n t h e i r s p e c i a l i t i e s . 
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A greater percentage of the leaders are r e c e i v i n g 

t r a i n i n g through the ongoing help of supervision. I t i s 

estimated that a majority of a l l the leaders are meeting 

with t h e i r supervisors at regular i n t e r v a l s . The frequency 

of. these meetings varies from weekly to monthly i n t e r v a l s . 

The most common meeting i n t e r v a l i s bi-weekly. This would 

appear to be a f a i r l y sound plan f o r supervisory meetings. 

However, there i s no record a v a i l a b l e of the length of the 

meetings, material discussed, or the degree of p a r t i c i p a t i o n 

of the volunteers. In a d d i t i o n to these regular periods of 

supervision nearly a l l leaders were helped o c c a s i o n a l l y when 

sp e c i a l problems, s i t u a t i o n s , or needs arose that required s t a f f 

a t t e n t i o n . This form of help i s off e r e d to volunteers so 

often and i n so many ways that i t i s probably taken f o r granted. 

I t i s l i k e l y that the 100 leaders,.who were reportedly r e c e i v i n g 

no t r a i n i n g of any kind, were a c t u a l l y being helped i n t h i s 

manner. This r e l a t i o n s h i p of the leaders to one s t a f f person 

enables the leader and worker to cooperate i n the most e f f e c 

t i v e part of the t r a i n i n g process. A l l leaders receive some 

help i n this manner, and many receive the greatest part of t h e i r 

t r a i n i n g experience through supervision. 

Recording of group a c t i v i t i e s appears to be one of 

the most c o n t r o v e r s i a l methods of volunteer t r a i n i n g . Only 
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two of the ten agencies 1 reported asking volunteer leaders 

to submit a written report f o r every group meeting. On t h i s 

matter, one l i n e of thought maintains that volunteers are us

u a l l y busy people j . Consequently, there must be a l i m i t to the 

amount of work which can be asked of them. The other l i n e of 

thought suggests that agencies should only accept as volunteer 

leaders those persons who can devote s u f f i c i e n t time to do the 

job adequately. Recording i s considered to be an i n t e g r a l part 

of any leadership job. I t provides the agency with a permanent 

record of group a c t i v i t y and i n d i v i d u a l behaviour. I t provides 

the leader with an excellent opportunity to l e a r n about i n d i 

v i d u a l and group behaviour and to consider h i s own behaviour 

i n a leadership s i t u a t i o n . I t would seem to be an important 

part of any leader's t r a i n i n g i n any agency where the concern 

of the s t a f f was more f o r the i n d i v i d u a l member than f o r the 

a c t i v i t y . I t would seem at present that t h i s part of the 

t r a i n i n g program i s ei t h e r overlooked or neglected. 

Few agencies reported d i r e c t l y on t h e i r procedures 

f o r evaluating a volunteer's placement, ser v i c e , and experience. 

Most agencies d i d suggest that, during the recruitment period, 

only s a t i s f a c t o r y volunteers were asked to return. This s t a t e 

ment c l e a r l y implies an evaluation but whether t h i s evaluation 

was worked out with or without the volunteer i s not i n d i c a t e d . 

Only two agencies i n d i c a t e d t r y i n g to involve volunteers i n 

1 These agencies were the Central Y.W.C.A. and 
Alexandra Neighbourhood House. 
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evaluations of t h e i r work and f r e e l y admitted inconsistent 

success. 

A l l agencies surveyed t r y to give the volunteer 

leader some kind of s p e c i a l r e c o g n i t i o n . Throughout the program 

year, s t a f f workers seem to he watchful f o r opportunities of 

expressing t h e i r appreciation f o r the services provided by 

volunteers. Many agencies have some o f f i c i a l form of recog

n i t i o n at the end of the program year. Some o f f e r p a r t i e s or 

dinners f o r t h e i r leaders. Many write o f f i c i a l l e t t e r s of 

appreciation. A l l agencies f i n d some means of l e t t i n g the v o l 

unteer know that h i s work i s r e a l l y valuable. 

Conclusions and Recommendations 

One of the basic assumptions f o r t h i s study has been 

v e r i f i e d by i t . Volunteers are widely used. Unfortunately, 

they are not always wisely used. One of the more acute prob

lems p e r t a i n i n g to volunteers i s the continuing shortage of 

leaders i n nearly a l l agencies. This would appear to be a 

problem of recruitment. More d e f i n i t e l y , i t i s one of p u b l i c 

r e l a t i o n s and i n t e r p r e t a t i o n of the need and opportunities f o r 

volunteer leaders. Obviously, more leaders are needed. Some 

method must be found to i n t e r e s t more persons i n o f f e r i n g 

t h e i r services on a voluntary b a s i s . The present methods seem 

inadequate. The most l i k e l y a l t e r n a t i v e would seem to be a 

study of the merits and de-merits of a c e n t r a l i z e d system f o r 

r e c r u i t i n g program volunteers. The l o g i c a l agency f o r such a 
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r e c r u i t i n g program i s the Volunteer Bureau of Greater Van

couver. At the time of t h i s study the Bureau provided only 

17 of more than 250 program volunteers to the ten agencies. 

There are only f i v e other important ( i n terms of numbers) 

sources of v o l u n t e e r s . 1 Some of these sources can but be 

approached by the agencies and some might b e t t e r be approached 

by a c e n t r a l r e c r u i t i n g organization. The l a r g e s t source — 

the membership of the respective agencies — can only be 

approached by the agency s t a f f . More work along t h i s l i n e 

might be done i n some agencies where very few members are 

helping with d i r e c t group leadership. R e c r u i t i n g leaders 

from the high schools i s also a job p r i m a r i l y f o r the agencies. 

The s t a f f of each agency knows which schools are close, 

which schools w i l l l i k e l y produce persons i n t e r e s t e d i n 

leadership, and which counsellors w i l l be most cooperative. 

A r e c r u i t i n g program designed f o r the high schools should be 

conducted cooperatively with the c e n t r a l r e c r u i t i n g agency. 

In t h i s way, persons not used by one agency immediately, 

might be r e g i s t e r e d with the Bureau and r e f e r r e d to another 

i n t e r e s t e d agency. Friends of s t a f f can only be r e c r u i t e d i n 

one way — through personal contact. I f the leisure-time 

agency has no immediate need f o r t h e i r services these friends 

might be r e f e r r e d to the Volunteer Bureau. R e a l i s t i c a l l y , 

t h i s seems u n l i k e l y . There i s considerably more chance that 

1 There were s i x u n t i l the Normal School moved to 
the Faculty of Education at the U n i v e r s i t y of B r i t i s h Columbia. 
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f r i e n d s of volunteer leaders might be r e c r u i t e d through the 

leaders to ei t h e r the Bureau or the agency. The above 

mentioned sources of volunteer leaders are those i n which the 

agency or s t a f f have a d i r e c t or personal contact with the 

source of p o t e n t i a l leaders. 

The Volunteer Bureau, on the other hand, might best 

d i r e c t i t s e f f o r t s toward sources of p o t e n t i a l leaders which 

are community wide i n scope. Those most frequently used at 

present include the Vancouver School of A r t and many groups 

at the U n i v e r s i t y of B r i t i s h Columbia, such as the S o c i a l Work 

Undergraduate Society, the Faculty of Education, the Depart

ment of Physical Education, the s o r o r i t i e s and f r a t e r n i t i e s . 

Some of these orgainzations are approached independently by 

most of the agencies r e q u i r i n g volunteers. The demand on 

t h e i r time and att e n t i o n from these numerous appeals c o n s t i t u t e s 

a b a s i s f o r extremely poor p u b l i c r e l a t i o n s . A si n g l e appeal 

from a central r e c r u i t i n g agency would c e r t a i n l y constitute 

better p u b l i c r e l a t i o n s . I f care were taken by the agencies 

to provide the Bureau with d e t a i l e d job de s c r i p t i o n s from 

which the jobs could be adequately c l a s s i f i e d , the appeal of 

volunteer work could be just as great and more cooperation 

might be obtained from these community organizations. As 

well as r e c r u i t i n g from these established sources of volun

teers, the Volunteer Bureau could turn to the community at 

lar g e . Some i n v e s t i g a t i o n might i n d i c a t e new sources from 

which volunteers could be drawn; eg., service clubs, church 
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groups, community associations, etc. For purposes of i n t e r 

p r e t a t i o n to the p u b l i c , the Bureau could u t i l i z e the resources 

of t e l e v i s i o n , r adio, and the newspapers. Before people w i l l 

volunteer they must become conscious of the concept of v o l 

unteer work. A c e n t r a l agency, with the cooperation of the 

leisu r e - t i m e agencies, i s best equipped to do that job. 

There i s another p o s s i b l e cause f o r the general shor

tage of volunteers. I t may be r e l a t e d to.the treatment v o l 

unteers receive, or i n the a t t i t u d e of the pr o f e s s i o n a l s t a f f 

toward volunteer leaders. Of the more than 250 volunteers, 

l e s s than one-quarter had been with the various agencies the 

previous year. Consequently, more than 180 new leaders had to 

be r e c r u i t e d . The proportionate "turnover" of volunteers seems 

very high. I f t h i s f i g u r e could be s u b s t a n t i a l l y a l t e r e d , the 

acute recruitment problem might be somewhat a l l e v i a t e d . One 

s t a f f a t t i t u d e that may be c o n t r i b u t i n g to t h i s s i t u a t i o n i s 

that r e l a t i n g to the contribution of the volunteer. The 

prevalent opinion and i m p l i c a t i o n i n most p u b l i c i n t e r p r e 

t a t i o n recruitment material seems to be that the volunteer 

i s making a considerable s a c r i f i c e , and that he i s g i v i n g 

much more than he i s getting. This a t t i t u d e i s undoubtedly 

furthered by the eagerness of agencies to obtain leaders. A 

more p o s i t i v e approach might be to stress equally the c o n t r i 

bution of the volunteer i n terms of service, time, experience, 

and s k i l l s ; and the contribution of the agency to the volunteer, 

i n terms of t r a i n i n g and experience. 
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Even though agency s t a f f s are p u t t i n g more time and 

planning i n t o the t r a i n i n g of program leaders than into r e 

cruitment, they a l l voiced a desire f o r more comprehensive 

t r a i n i n g programs. As with recruitment, the shortage of time 

and s t a f f workers presents an obstacle to extended t r a i n i n g 

courses. Community wide t r a i n i n g courses may be a p a r t i a l 

answer to t h i s problem. Such courses would enable agencies to 

avoid d u p l i c a t i n g material and would allow volunteers to meet 

leaders from other agencies. There i s a d e f i n i t e l i m i t to the 

material that can be properly dealt with i n a community-wide 

course. Of the four methods of t r a i n i n g suggested by the 

Toronto Welfare C o u n c i l , 1 only two lead themselves to commun

i t y sponsorship. I n d i v i d u a l t r a i n i n g (supervision) and gen-
p 

e r a l agency t r a i n i n g both must be done by the respective 

agencies. I n s t r u c t i o n p e r t a i n i n g to s p e c i f i c program s k i l l s 

might well be handled by e i t h e r i n d i v i d u a l agencies or on a 

community b a s i s . In f a c t s k i l l s workshops are held quite 

frequently. The opinion of the value of these workshops was 

strongly s p l i t among the agencies. The majority favour them 

and encourage t h e i r volunteer leaders to p a r t i c i p a t e i f the 

subject i s r e l a t e d to the volunteers' placement or i n t e r e s t s . 

During a recent s e r i e s of four workshops f i v e of the agencies 

studied r e g i s t e r e d a t o t a l of 31 leaders f o r the course. The 

branches of the Y.M.C.A. do not p a r t i c i p a t e i n these workshops. 

1 Volunteers — To Have and To Hold, Recreation 
Volunteer T r a i n i n g Committee Booklet, Toronto Welfare Council, 
1954. 

2 This might include information on the agency 
purpose, function, membership, etc. 
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The opinion was expressed that although the leaders seem to 

enjoy the course, they seldom transpose any l e a r n i n g from the 

course to the group s i t u a t i o n . 1 Apparently, the Y.M.C.A. has 

found the t r a n s p o s i t i o n more e a s i l y made i f the course i s held 

within the agency i n which the leader i s placed. Other mat

e r i a l which could be r e a d i l y dealt with i n a community-sponsored 

course might include teaching techniques, group leadership, 

understanding of i n d i v i d u a l s , and understanding of the com

munity. Care should be taken when planning such courses 

because the purpose of inter-agency courses i s not to replace 

i n d i v i d u a l agency t r a i n i n g but to avoid several agencies 

d u p l i c a t i n g the same kind of course. To be e f f e c t i v e , a high 

degree of agency p a r t i c i p a t i o n must be obtained. Now that 

the Volunteer Bureau has obtained a part time p r o f e s s i o n a l 

s t a f f person to coordinate t r a i n i n g programs, greater progress 

can be expected i n t h i s f i e l d . A s u c c e s s f u l l y operated pro

gram would convince the most s k e p t i c a l workers. 

When planning a t r a i n i n g course f o r volunteers, 

i t must be remembered that these are l a y people g i v i n g f r e e l y 

of t h e i r time. The t r a i n i n g they are asked to accept should 

be only what i s needed to help a l a y person do an acceptable 

job. The t r a i n i n g i s not a " j u n i o r grade s o c i a l work course" 

and should not be given with that i n t e n t i o n . The volunteer 

1 Personal interview, Mr. G. Cue, Executive Secretary 
of the Alma Y.M.C.A., February 26, 1 9 5 7 -
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and the p r o f e s s i o n a l have unique and e s s e n t i a l contributions to 

make i n a leisure-time agency and the complementary aspects 

should not be overlooked."*" To help the agencies maintain t h i s 

d i s t i n c t i o n and c l a r i t y of r o l e s , the best resource p o s s i b l e 

i s a v a i l a b l e to them. The f a c u l t y members of the School of 

S o c i a l Work should be c a l l e d upon as often as needed to help 

with the proper t r a i n i n g of volunteers, whether they be 

program, administrative, or some other. Mrs. Zdani of Van- . 

couver Bast Community Y.W.C.A. expressed the opinion that the 

best avai l a b l e people should be used i n t r a i n i n g volunteers. 

This would be one way of doing j u s t that. This plan would 

also have a d d i t i o n a l p o t e n t i a l as a r e c r u i t i n g device f o r the 

profession of s o c i a l work. 

During t h i s survey, several questions were r a i s e d 

which could not be answered wi t h i n the l i m i t s of the study. 

There i s a r e a l need f o r a d e f i n i t i v e statement of the qual

i f i c a t i o n s f o r program volunteers. At present there i s un

doubtedly a gap between what agencies consider to be desirable 

q u a l i f i c a t i o n s and what con s t i t u t e s minimal q u a l i f i c a t i o n s f o r 

volunteer leaders. Any statement of q u a l i f i c a t i o n s should allow 

fo r t h i s discrepancy. To put such a statement on a p r a c t i c a b l e 

b a s i s , research i s needed to develop t e s t s and objective 

c r i t e r i a to a i d i n the evaluation of volunteer applicants. 

1 Pollock, John 0 . , The Programme Volunteer i n  
Leisure-Time Agencies, Master of S o c i a l Work t h e s i s , Uni
v e r s i t y of B r i t i s h Columbia, 1950, pp. 6 - 7« 

See also, Introduction of Chapter I of t h i s t h e s i s . 
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As i n d i c a t e d i n t h i s study, approximately seven percent of 

the volunteer applicants are r e j e c t e d . With the ju d i c i o u s use 

of t e s t s and objective c r i t e r i a , t h i s f i g u r e might be expected 

to r i s e . What e f f e c t other changes i n the recruitment p o l i c i e s 

might have on t h i s f i g u r e i s not known. For example, a more 

e f f e c t i v e p u b l i c r e l a t i o n s program might have any of three 

d i f f e r e n t r e s u l t s . I f more people are r e c r u i t e d , agencies can 

be-more s e l e c t i v e and there may be more r e j e c t i o n s r e s u l t i n g . 

A good p u b l i c r e l a t i o n s program might a t t r a c t only the more 

desirable p o t e n t i a l and the proportion of r e j e c t i o n s may de

crease. Or, the f i g u r e may be t y p i c a l of the number of un

acceptable persons among l i k e l y applicants. 

S i m i l a r l y , there are unanswered questions p e r t a i n i n g 

to the t r a i n i n g of program volunteers. For example, what 

fa c t o r s influence the number of volunteers that one s o c i a l 

worker can e f f e c t i v e l y work with. One s t a f f person i n t e r 

viewed claimed knowledge of a worker attempting to supervise 

and t r a i n 28 volunteers. The informant considered t h i s number 

dispr o p o r t i o n a t e l y high, but i n some circumstances i t may be 

quite reasonable. 

What constitutes an acceptable minimum of t r a i n i n g 

for a program volunteer? There seems to be no answer r e a d i l y 

a v a i l a b l e . Every worker has opinions as to what he would l i k e 

a volunteer to learn, but no part of t h i s t r a i n i n g appears 
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indespensable i n the l i g h t of day-to-day work loads. I t 

becomes very d i f f i c u l t to define that e s s e n t i a l body of know

ledge which any given volunteer should have. There would be 

considerable value to a d e t a i l e d study of any one part of the 

o v e r - a l l recruitment and t r a i n i n g programs, eg., the value 

and content of the screening interviews, the uses of i n d i v i d u a l 

and group supervision, etc. 

Agency workers seem to be well aware of the value of 

program volunteers. They are working extensively toward 

r e c r u i t i n g an adequate q u a l i t y and number of volunteers and 

toward t r a i n i n g those volunteers to do a su i t a b l e job. How

ever, there does seem to be i n many parts of the program a 

need f o r greater planning and cooperation to ensure a more 

successful volunteer program to the agency, the volunteer, and 

to the community. 
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Appendix A 

VOLUNTEER APPLICATION FORM - Y.W.C.A. 

NAME ADDRESS TELEPHONE: Home Business Age_ 
Occupation School '  
Un i v e r s i t y S p e c i a l Courses 
Have you been a Volunteer before? I f so, where and when? 

L i s t any sp e c i a l i n t e r e s t s , s k i l l s , or hobbies 

What other organizations do you belongto? 

What would you l i k e to do here - check preference: 
C l e r i c a l 
Leader or A s s i s t a n t : Interest Group_ 

Friendship 11 ~ 
Sports Coach " 

Receptionist Duty ~ 

Age Group: 6 - 8 years 
9 -11 years 
12 -14- years 
14- -16 years 
16 -20 years 
Adults 

Would you be able to undertake the fol l o w i n g r e s p o n s i b i l i t i e s 
approximately THREE HOURS per week 

Preparation f o r Assignment 
S p e c i f i c Assignment 
Supervision 
Attendance at Tra i n i n g Course,' Leaders' Meetings 
N o t i f i c a t i o n i n case of absence 
Recording 

Times a v a i l a b l e : ] 
Signature 

Date 

Preference: Male 
Female 

PLACEMENT 
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Appendix B 

School of S o c i a l Work, 
U n i v e r s i t y of B r i t i s h Columbia, 
Vancouver 8, B r i t i s h Columbia, 
February 2 , 1955. 

Dear 

Can I e n l i s t your help i n getting information 
about the recruitment and t r a i n i n g of program volunteers? 
This i s a subject which w i l l be of i n t e r e s t to your agency 
and y o u r s e l f . 

I am working on t h i s study as part of the r e 
quirements f o r a th e s i s i n the Master of S o c i a l Work year at 
the U n i v e r s i t y of B r i t i s h Columbia. I t i s hoped that through 
the cooperation of the agencies most d i r e c t l y involved both the 
strengths and weaknesses of current volunteer programs might 
be determined. 

In order to make t h i s survey as simple ss p o s s i b l e , 
a schedule has been worked out which can be f i l l e d by each 
worker at your agency who has volunteers i n h i s or her program 
areas. I include also an a d d i t i o n a l blank which you may care 
to have f o r your agency f i l e s . I t would be greatly appreciated 
i f you could d i s t r i b u t e these forms to the s t a f f members i n 
volved and l a t e r c o l l e c t the completed forms andmail them to 
me i n the enclosed envelope. I t would be much appreciated i f 
these schedules could be returned to me by February 1 9 . 

I r e a l i z e that you are undoubtedly busy but the 
data on what i s being done to r e c r u i t and t r a i n volunteers can 
only come from the agencies and s t a f f members who are doing the 
work. Thank you very much f o r your consideration. 

Yours t r u l y , 

Stanley R. Merson 
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Appendix C 

RECRUITMENT AND TRAINING OF PROGPAM VOLUNTEERS 

Date Agency Branch Dept. 
Name of S t a f f Member Program R e s p o n s i b i l i t i e s 

A. GENERAL 

How many volunteers are included i n your program r e s p o n s i b i l 
i t i e s t h i s year? (from Sept. 1954 to the present date.) 

As club leaders M a l e P e m a l e 

As A c t i v i t y leaders 
As s p e c i a l i s t s (not already counted")" 
Others (specify) 

How many of these volunteers receive token payments or 
honorariums? 

B. RECRUITMENT 

What methods do you or your agency use to contact p o t e n t i a l 
volunteers, or sources of p o t e n t i a l volunteers? (check blanks, 
or number i n order of use, i f possible) 

V i s i t to i n d i v i d u a l s V i s i t to groups 
L e t t e r s Telephone requests 
Other ( s p e c i f y 

What are the chief sources of your volunteers? (include 
numbers i f possible) 

A r t School Normal School 
Friends of S t a f f High Schools 
From membership Volunteer Bureau 
Other (specify) 

In how many instances d i d the volunteer i n i t i a l l y contact the 
agency? 
Was i t necessary to turn down any volunteer applicants? 

How many? For what reasons? 
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C. TRAINING 

How many of these volunteers had experience, preparation or 
t r a i n i n g p r i o r to working with groups t h i s year? 
What kind of experience? ( s p e c i f y numbers i n each category) 

Group Leadership 
I n i t i a l o r i e n t a t i o n workshop or t r a i n i n g course 
Program or s k i l l s workshop 
Other (specify) 

How many of l a s t year's program volunteers returned to the 
agency t h i s year? 

How many volunteers are r e c e i v i n g t r a i n i n g during t h i s 
program year? 

How many volunteers receive that t r a i n i n g , or part of i t , 
through: 

O r i e n t a t i o n courses program workshops 
Regular weekly supervision 
Regular supervision ( l e s s than weekly) How often? 
Supervision held when s p e c i a l problems a r i s e , or held 

informally during program etc. 
Other (specify) 

D. RECENT AND RECOMMENDED CHANGES 

Have there been any major changes i n recruitment or t r a i n i n g 
of volunteers i n your agency or•department during the past 
two or three years? I f so, what? 

What changes, i f any i n recruitment and t r a i n i n g of volunteers 
would you see as desirable w i t h i n the future? 

Do you have any program now i n planning f o r the further t r a i n i n g 
of volunteers? I f so, what? 

E. COMMENTS 

Other relevant comments 
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