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ABSTRACT
Three Questions led to this study: 
1. What is the role-and effectiveness-of Development Services in furtheringeducation, employment and citizen participation in community and nationaldevelopment? 

2. What has been the experience wi h foreign assistance to Domestic Development Services in developing countries, especially the aid given to thosesectors of th , population left aside from the mainstream of development?
3. What future international cooperation among Development Services can beanticipated, one which goes beyond the "giver:receiver" relationship anddoes not interfere with the internal process of citizen mobilization?These questions were addressed

through field to organizational datasurveys of and interview42 Development responses obtainedServices anddeveloping and industrialized countries, and from 
foreign assistance agencies in 14related, systematic approach United Nations agencies. In applying a corit was Tound thatresponse to various Developmentsocietal problems Servicesreiated were established inOpportunity to underdevelopment, poverty, inequality ofin development participation, cross-cultural .:ommunication among tribi-, 

and nations, and nation-building, It was further established that the effectiveness of Develop
racesment Services depends, in principle, on the extent to which they are able: 

* to fill immediate needs of people for maintaining a livelihood, and gainingthe skills and knowledge that lead to employment and participationsociety and in 

* to change the conditions which caused the problems in the first place. 
It was found that the two major distinctions among Development Services stem from
specific societal problems which causedcharacteristics of their participants. The 

and determined their establishment, 
(a) the 

and (b) the 
classification in four categories: 

emerging different organizational profiles permit 

Training and Employment Schemes (National Youth Service types) for uneducated youth or early school leavers, primarily from rural areas, to pro



0 

vide them the training and work/service experience in preparation for local 
employment and citizen roles. 

Study-Services for students at secondary or tertiary educational institutions 
to direct their education toward development needs, to provide them the 
work/service learning as part of the curriculum, and thereby change their 
attitudes toward the less fortunate of society and other sub-cultures. Study-
Services also attempt to bring about change in the educational institutions in 
order to improve their responsiveness to the development needs of individual 
communities and society at large. 

* 	 Social and Technical Development Services for educated and/or experienced 
citizens to provide them with an opportunity to contribute to the well 
being of their communities, to respond to the causes of poverty and under
development to fill the needs of the less privileged, and thereby provide 
learning experience that will change their attitudes towards each other. 

Foreign Volunteer Services for educated and skilled people from industrial
ized countries to aid he efforts in developing countries for self-reliant 
development, to fill manpower gaps on the basis of individual requests, and 
assist social and technological change. 

For each category, the program inp its and tasks are assessed, the factors for success discussed, 
problem areas and achievements identified, and the indicators of performance determined. 

To be effective, three major policy issues require the specific attention of Development 
Services: 

* 	 Recurrent development education as a lifelong opportunity for all to learn 
and gain upward mobility,, irrespective of where the education may have 
been obtained. Development Services a.e identified as educational organiza
tions which have the potential to provide recurrc t education for both youth 
and older citizens at less cost than formal school systems. The success and 
effectiveness of Development Services in future will depend on their ability 
to provide such recurrent education for their target populaticns. 

* 	 Employment-orientation as of utmost importance not only for the design 
and procedures of the training and work programs of Development Services, 
but also for institutional linkages to support the entry into employment of 
volunteers upon completion of their service. Without this linkage, and a 
specific program effort directed to employment facilitation, Development 
Services evade their mandate to ameliorate the underlying dead-end condi
tions of unemployment and underemployment which motivated their 
creation. 

* 	 Citizen participaticn as a mobilization process which involves not only the 
participating volunteer, his family and home community, but also project 
communities, and the societal guidance 'chat Development Services can pro
vide. The extent of citizen mobilization through Development Services 

ii 



depends largely
society 

on the organ izational structure of the service and that of theit is serving. A participator, volunteeremphasis on modernizing project is characterizad bydevelopment and upward mobility of pecple,
under the leadership of the commun;ty,turned over to new with the volunteer outsider roleinternal sub-elites when the project takes off. Withoutcitizen participation, neither development nor self-reliance
interdependence of peoples can be achieved. 

or peaceful 

These policy issues 
ing to them 

are discussed in principle, the record of Development Services in respondis assessed, and the elements for an expanded role are formulated.discussion terminates with 
Each issue

recommendations to provide a more effective role in these threeareas. 

It was found that-in principle-cooperativb relationships between Development Services can be effective because of their common basis of causes to which they respond, and the simiiarityof program activities and organization. Three stages of relationships were identified: 
" No cooperation, a dormant relationship desired to establish or solidifyself-maintenance of an organization. 

" Foreign assistance, a "giver:receiver" relationship, dominant today but gradually decreasing as more national resourcesthat short-term become available. Itadvisory services and financial 
was found

assistance only certainatjunctures of organizational development will be required in future, that thesupply of materials and tools is less desirable and effective, arid that the long.term foreign expert and volunteer role as a "giver" will ;ncreasingly diminishin the foreseeable future. 

Partnership-cooperation, a relationship characterized by equality betweennational and foreign volunteers, by mutuality of learning and helping,wasidentified as the desirable future relationship toconditions respond to the changingof interdependence and self-reliant development.of partnership-cooperation The elements are defined and various outlines for action
discussed. 

While there are no simple answers to the questions posed in this evaluation, the assessment ofthe materials uncovers an emerging "state of the art"
preferences of Development Services, and identifies
for future cooperative relationships to enhance participation of citizens in theirOwn development and the development of their society. 
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PREFACE
Volunteer services to local communities and to nations at large are not new. What is new, isemerged 
that after the Second World War, voluntary ana/or obligatory community and national services 

as vehicles for participatory development. During these past twenty years, the idea of 
community level and national Development Service has attracted interest in all regions of the 
world, receiving support from governments,before encountered. private sponsors and the general public neverguishable types or 

Today, Development Servicescategories. They have grown 
have branched out into various distininto societal movements in their own right 

which operate in the interface of education, employment and citizen mobilization. 

This evaluation was commissioned for learning.
First, the roles and achievements of both Domestic Development and Foreign Volunteer Ser
vices required clarification. What could be learned from their past? What is their potential for 
education, employment and citizens' involvement in solving their own problems and contributing to the improvement of conditions in their societies?Second, the foreign assistance that(DDS) has been provided to Domestic Development Servicesvided 

in developing countries needed appraisal. The question was-and is-whether aid pro
to these DDS could morecommunities who most need help. If this were proven to be the case-then aid to DDS should 

rapidly and effectively reach the ultimate recipients in local 
receive high priority. 
Third, the learning that could emerge from this study would concern future relationshipsthe foreign assistance 
among Development Services, relationships which replace the "giver:receiver"turn, open era with more equal dependencies ofup two-way forms of partnership, and Partnerships which, ingrams. Such North:South cooperation asPartnerships would well as intra-regional joint service propresence require an identification of conditions underof the foreigner, or the contribution of outside which thefunds, would not interfere with a 

main objective of Development Services, namely, to mobilize citiz'ens for participation in theirown development, and in the development of others. 
In exploring these questions through thi- four-part report, there has been a constant effort to 
identify and to stress the linkages between Development Services and other societal sectors. 
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The systematic questioning analysis which was addressed to the evaluation materials provideda correlated framework which guided the assessment, producing not only answers to thequestions in varying degrees, but resulting also in the emergence of components of a generaltheory to underline new directions for Development Servicer. While the evaluation materialsdid not provide adequate feedback to all the questions that .ere raised, still, with respect tothe emerging "state of the art," the results are larger than was anticipated. !t is believed thatmany of the principles and concepts identified hee "in statu nascendi" can become buildingblocks for future research to develop useful models of Development Services. 

The discussion of these issues began in 1972 among a small group of Development Services,governmental agencies arid a private foundation, and reached the stage of formulation during1973. Now, toward the end of the 1970's, it is generally accepted that the interrelationshipsbetween developing and industrialized countries have changed significantly, indicating thebeginning of a new era. The era of "development and technical assistance" asreceiving" relationship is coming to an 
a "giving

end. It is being replaced by a new awareness of interdependence arid self-reliance of nations. 

It was exactly at this juncture of the two eras, in the Spring of 1974, that a multinational group of Sponsors commissioned this evaluation. 

The Sponsors included: the Charles F. Kettering Foundation, Dayton, Ohio, USA; the GermanMinistry for Economic Cooperation and the German Volunteer Service, Bonn, FederalRepublic of Germany; the US Peace Corps, the
Washington, US Agency for International Development,D.C.; and the International Secretariat for Volunteer Service (ISVS), Geneva,Cwitzerland. Cooperating in this study were(Dahomey), Canada, Development Service organizations from:Costa Rica, Denmark, Germany (FR), BeninIndonesia, Israel, Kenya, Malaysia,Nigeria, Panama, Thailand, United Kingdom, United States and the United Nations Volunteers.The International Secretariat for Volunteer Service and, as a successor from April 1976, theCharles F. Kettering Foundation were Coordinators for the group of Sponsors. 
I am extremely grateful to the Sponsors for this opportunity to explore, at this crucial juncture, the changes in 

tne various 

reasons, needs, subsequent programs and the cooperative relationships of
forms of Development Services, thus gaining anshould be pursued in the future. 
insight into the direction that
It was truly a learning experience which-I trust-will be
transmitted to others through this report. I hope that the findings of this study will help to
clarify the issues and will provide useful guidance to those involved in policy, planning, implemcntation and the cooperation of voluntary and obligatory Development Services. 

I am grateful to all S',onsors not only for their financial and material support, but also fortheir valuable guidance during the course of the study. Insentatives provided essential 
numerous discussions their repreinputs from their experience in similar or related fields whichcontributed significartly to the direction of the evaluation. They include: Phillips Ruopp oftne Charles F. Kettering Foundation; Dr. Friedrich

eration, Germany; Dr. Manfred 
Kalff of the Ministry of Economic Coop-Kulessa and Detlev R6ssing of the German Volunteer Service;John A. Ulinski, Jr., of the Agency for International Development; William T.Francis White andA. Luzzatto of ACTION/Peace Corps; and Maxime-Leopold Zollner and HelmutWeyers, formerly with the International Secretariat for Volunteer Service. The cooperation ofthe many officials from the various Domestic and Foreign Development Services and theirsupporting governmental agencies in the cooperating countries was essential to the study, anddeep gratitude is extended to them for their patience in answering questions and supplyinginformation. My thanks also are rendered to the many professionals from United Nations 
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Volunteers, UNICEF, UNDP, UNESCO and ILO, who gave valuable advice and time, andcontributed ideas and data on their experience. These individuals are too numerous to mentionby name but they all should be assured, that without their contribution and involvement, thisproject would have been impossible, 
My warm appreciation for their cooperation and advice goes to my colleagues, the three Con
sultants from Africa, Asia and Latin America who visited the various Domestic Development 
ing Director, Ujamaa Consultants 
Services within their regions and obtained the necessary data: Udochuku Uwakeneme, Manag-Limited, Lagos, Nigeria; Eugenia Jamias, Program Coordina.or for Peace Corps, from the Philippines; and Cecilio Shaw R., from the Associatidn Panemehade Desarrollo in Panama. 

Finally, but not least, I extend my gratitude to Dr. Friedrich Edding, Berlin Germany,Manfred Kulessa, now Kathmandu Dr(Nepal), FrederickRuopp, Dayton (Ohio) J. Lewis, Washington,for their conceptual advice and Phillips
Dorothy Leavitt for never 

and the many helpful discussions; toending editorial assistance, and Barbara Churchill, Ann Erteschikand Renato Salazar for their secretarial support. 

This has been a truly cooperative, multi-national and transdisciplinary effort, and I amindebted to all who made it possible. 

Washington, D.C. 
August, 1977 

Irene Pinkau 
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PART I
 

SCOPE AND NATURE OF INQUIRY 



1 PROFILE OF STUDY 

This evaluation is addressed to policy makers, scholars, managers and individual citizens ingovernment, local communities, private institutions and those international agencies and associations that are concerned with Development Services. It speaks to the experts who are wellacquainted with the current state of affairs of Development Services, asdeal only occasionally with such programs. Government officials, educators, students, citizensactive in community work, 
well as to those who 

may be interested in the caseDevelopment Services, the concepts behind such programs, and their usefulness in helping to 

studies of the four categories of 
solve some of the social problems of our time. 
The tremendous amount of factual information obtained from some 42 institutions and from89 individual interviews, and the broad scope of issues related to this study posed quite a problem for the structure of the reports. The task becameDevelopment Services (DDS)-and to some 

even more difficult since Domesticextent Foreign Volunteer Services-are not widelyknown, and many misconceptions exist regarding their objectives, structure, achievements, andPolitical nature. Finally, the ultimate goal
services and their 

of the study is not merely a description of theseforeign assistance relationships, but rather, the assessment of their cjrrentsocietal role and future potential both at home and for new global cooperative relationships.
In order to serve the varied interests and transmit the assessment and findings in the mostuseful manner, three documents are presented: 

Volume I: SERVICE FOR DEVELOPMENT. This main report is structured in four parts,introducing the reader to the scope of inquiry, guiding him through the assessment of the four categories of Development Services, raising the major policyissues, analyzing past relationships, and pointing to future forms of partnership.Volume I1: COMPENDIUM OF DEVELOPMENT SERVICES. This document provides thefactual description of each service that participated in this study, withoutattempt to assess the data. 
SUMMARY: This brief highlights the major features and findings of the study on SERVICE

FOR DEVELOPMENT for easy review. 
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PURPOSE
 

about the role that Development Services
This evaluation was commissioned to learn more 

the 	human developmert of their countries, and about the various interrelationships
play in 

that affect their efforts.
 

The first step was to affirm that these Services were in fact participating in the development 

process by mobilizing citizens and integrating them in the mainstream of the country's society. 

When this role of Development Services had been clarified, the Statement of Work directed the 

evaluation: 

To identify existing types of foreign assisrance to Domestic Development1. 
Services in developing countries with respect to personnel, financial and 

material investment, and the preferences given to various approaches; 

2. To assess achievements of various types of assistance, especially with respect 

to internal mobilization of human resources through outside assistance; 

3. To develop guidelines for planning and programming of foreign assistance to 

domestic services including new approaches to international cooperation 

through mutual assistance. 

MAJOR QUESTIONS AND ASSUMPTIONS 

First, it isassumed that Domestic Development Services can make asignificant contribution to 

mobilizing human resources. But, in fact, do they? Therefore, the first set of underlying 

questions relates to the services themselves: How effective are Domestic Development Services 

(DDS) in furthering the self-development of people and stimulating the participation of citi

zens in local and national development? More specifically: To what extent do the different 

categories of DDS provide new and flexible means for: 

* 	 Skill training and work programs for uneucated youth, thereby preparing 

and proviaing volunteer manpower for developmentthem for employment 

projects?
 

" 	 Experient'al learning opportunities for students by placing them in a real 

work environment-in contrast to "practice"-and thereby providing a kind 

of education more relevant to th .m personally, and to the needs of the job 

market? 

" 	 Supplying technical, social and professional skills in reas of needs-espe

cially rural communities-througn service of educated citizens of all ages? 

* 	 Bridging the cultural differences within the nation by fostering new ways 
rural and urban population,of communication and cooperation between 

between members of different tribes and cultures, between the educated and 

the instilling in them a sense 	 of
the uneducated, and rich and the poor, 

belonging to one nation; ;n brief, nation-building?
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Profile Of Study 

Second, it is assumed that foreign assistance to Dor,-estic Developnient Services in developingcountries reaches people directly, especially in rural areas, who have been outside the development process and are in Special need of securing a basic livelihood and being trained forpermanent employment. 

Therefore, major questions include: 

* What foreign assistance has been provided heretofore to Domestic Develop.ment Services and what has been learned from this experience?

0 To what extent 
does assistance provided by Foreign Volunteer Services toDomestic Services constitute effective help in solving the pressing problemsof the underprivileged? 

* To what extent would the assistance of Foreign Volunteer Services directedto the underprivileged have more impact than assistance via the "formal"system of schools or employment? 

Third, it is assumed that foreign assistance to Domestic Deveiopment Services can be providedwithout interfering with the internal mobilization of citizens. This assumptionfollowing questions:	 raises the 

0 What are the conditions for internal mobilization and participation of citizens through Domestic Development Services?
 
0 How can 
the presence of the foreigner, or the use of foreign funds, avoid disturbing this internal mobilization process? 

* What future international cooperation between Domestic and ForeignVolunteer Services can be envisaged that goes beyond the present "giver andreceiver" relationship, and relinquishes one-sided dependencies? 

InSummary: 

We know that both Domestic and Foreign Development Services aim to: 
* 	 increase citizen 
 mobilization and development participation in local 
communities and beyond 
* 
 reduce the number of illiterate, unskilled, unemployed and underemployed
people, especially in rural areas* 
 expand services to those whose basic needs for a livelihood are 
not yet met
 

or maintained
 

* 
 improve services and 	infra-structure in rural argas and urban slums 
• involve more skilled and professional manpower in development projects in

rural communities and in areas of national importance. 
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We ask: 

" 	 What are the relationships between program inputs, tasks and 'Jutputs in 
all categories of Development Services? 

" 	 Which program tasks are most important in Development Services and 
will result in the greatest good (achievements in comparison to needs and 
reasons)? 

* 	 What relationships and dependencies are created through personnel, financial 
or material foreign assistance to Domestic Development Services? 

* 	 What new relationships must be developed in response to new needs created 
by the interdependence and self-reliance of nations? 

Clearly, this three-step questioning of (1) the importance of Domestic Development Services, 
(2) the role and impact of foreign assistance, and (3) international cooperation, addresses 
current practical policy and management issues as well as the basic conceptual questions of 
international development relations. Many of the questions raised are not restricted to Devel
opment Services but concern all who are involved in the advancement of people and the well 
being of society. Therefore much can be learned from research in other related fields. These 
results will help in the interpretation and insight regarding the role and potential of Develop
ment Services. 

METHODOLOGY 

To obtain the detailed information that would serve the triple purpose of this evaluation it was 
decided to conduct structured field surveys, guided by institutional inventories (exampie 
Appendix A-3) and individual interview questionnaires (example Appendix A-4). The inter
views included a rating of success factors of Development Services. Also, reports and other 
organizational papers were obtained to supplement inventories and questionnaires. A descrip
tion of the evaluation procedure iscontained in Appendix A-1. 

Two approaches were applied 

First, the Project Evaluation focused on data collection and assessment of individual Domestic 
Development Services (DDS) in developing countries. They were selected for geographical and 
cultural diversity, different types and specific purposes, and the foreign aid that was given to 

on the basis of the criteriathem. Invitations to participate in the evaluation were forwarded 
as outlined in Appendix A-2. Eight countries from Africa, Asia and Latin America responded 

countries more than one Development Service was invited to participate; infavorably. In some 
others, during the field surveys, organizations volunteered their data on the spot. Five organi
zations, out of 15 initially invited from developing countries, formally declined to participate. 
Three consultants, one each from Africa, Asia and Latin America, conducted the field surveys 
and recorded data in their respective regions: Udochuku Uwakeneme, Managing Director, 
Ujamaa Consultants Limited, Nigeria; Eugenia Jamias, Program Coordinator for Peace Corps, 
from the Philippines, and Cecilio Shaw, from the Asociacidn Panemea de DeSarrollo :n 
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Profile Of Study 

Panama. In addition, the then Director of Regional Activities for ISVS, Helmut Weyers, conducted the survey in Indonesia and provided detailed information on the Panamanian Serviceon the basis of various field visits. Initially, a few Domestic Development Services in industrialized countries were invited to p-ovide data thatpotential to services 	
was related to their foreign assistancein developing regions. As it turned out, their institutional records wereeven mote important for the overall assessment of the role of Development Services, that isthe project evaluation. Therefore, DDS from industrialized countries are analyzed within theirrespective categories and jointly with the services from develcping countries. Table 1 lists theDomestic Development Services, by category and country, which participated in this study: 

TABLE 1. DOMESTIC DEVELOPMENT SERVICES 
Proviain2 Data for this Evaluation 

1. TRAINING AND EMPLOYMENT SCHEMES Acronym 
Benin: •Ciubs 4-D de Jeunes Ruraux, (Compendium No. 1)Kenya: 	 Clubs 4-D* National Youth Service, (Compendium No. 2) KNYS* Vi!lage Polytechnics, (Compendium No. 3)Malaysia: 	 V.P.* National Youth Pioneers Corps, (Compendium No. 4) NYPC* N,tional Youth Development Corps, (Compendium No. 5) NYDC* National Youth Leadership Training, (Compendium No. 6) NYLT* Farm Youth Program, (Compendium No. 7)Thailand: 	 NYP* 

Costa Rica: 
Rural Youth Leadership Training, (Compendium No. 8) 	 RYLT* Movimiento Nacional deJuventudes, (Compendium No. 18) MNJPanama: * Servicio Nacional de Voluntarios, (Compendium No. 19) SNVIsrael: a Gadna Youth Corps*


Malawi: 
 e Young Pioneers,*
Jamaica: * National Youth Service Programme,*
Zambia: * National Youth Service,* 

2. 	STUDY-SERVICES 

Acronym
 

Nigeria: * 
Thailand: 

National Youth Service Corps, (Compendium No. 9) 	 NYSC* Graduate Volunteer Certificate Programme, 

Costa Rica: Thammasat University, (Compendium No. 10) TUVPa Movimiento Nacional deJuventudes, j 3ompendium No. 18)Panama: 	 MNJe Servicio Nacional de Voluntarios, (Compendium No. 19)USA: e University Year for ACTION, (Compendium No. 20/3) 
SNV 

Colombia: @ Asociaci6n Colombiana de Universidades	 
UYA 

(Association of Colombian Universities)*Indonesia. e Kuliah Kerja Nyata ° 

Iraer e OdtKd Youth " 
N oliI v N ti nil Dtvelupment Service, (Tribhuvan University)* 

No field surveys; evaluation of reports and documentation only. 
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Malaysia: 9 	 Persatuan Kelsangsnan Pelajar Pelajar Malaysii, 
(National Union of Malaysian Students)* 

Thailand: e National Youth Office, Students Voluntary Work Camps* 

3. SOCIAL AND TECHNICAL DEVELOPMENT SERVICES 	 Acronym 

Kenya: 9 Voluntary Development Association, (Compendium No. 11) KVDA 
Indonesia: e Badan Urusan Tenaga Kerdja Sukarela Indonesia 

(BUTSI), (Compendium No. 12) BUTSI 
Thailand: e Arsa Pattana: 

- Rural Developmet Volunteers Program, 
(Compendium No. 13) RDV 

- Youth Development Volunteer Project, 
(Compendium No. 14) YDV 

- Volunteer Leaders for Community Development, 
(Compendium No. 15) VLCD 

Canada: e Company of Young Canadians, (Compendium No. 16) CYC 
United Kingdom: a Community Service Volunteers, (Compendium No. 20) CSV 
USA e Volunteers in Service to America (VISTA), 

(Compendium No. 20/2) 	 VISTA 
e 	 Foster Grandparents, Retired Senior Volunteers, Senior 

Companion Program, 	ACTION, (Compendium No. 20) FGP/RSVP 
* 	 Service Corps of Retired Executives, and Active Corps 

of Executives, ACTION, (Compendium No. 20) SCORE/ACE 
Iran: e 	 Army of Knowledge* 

- Sepahe Behdasht (Health Corps) 
- Sepahe Danesh (Education Corps) 
- Sepahe Targive Va Abadani (Rural Extension and 

Development Corps) 
Jamaica: * National Youth Service Programme* 
Israel: 9 Nahal* 

4. COMBINED DEVELOPMENT SERVICES 	 Acronym 

Costa Rica: 9 Movimiento Nacional de Juventudes, 
(National Youth Movement), (Compendium No. 18) MNJ 

Panama: * Servicio Nacional de Voluntarios, 
(National Volunteer Service), (Compendium No. 19) SNV 

USA: e ACTION, (Compendium No. 20) ACTION 

*No field surveys; evaluation of reports and documentation only. 
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ijaica: 9 	National Youth Service Programme* 
Sj Lanka: * Sarvodaya Shramadana Movement* 

No field surveys; evaluation of reports and documentation only. 

Second, the Program 	 Evaluation of foreign assistance data concerns providedthe aid toDomestic Development Services in developing countries. Assistance is identified as personnel'experts and volunteers), financial and material aid. Defining this section of the study as progra n evaluation-which normally has a control function-is based upon the assumption thatfrreign assistance to DDS is, in fact, one worldwide program carried out by different sponsorsOut with essentially similar goals. 

Moreover, from the viewpoint of the recipient nation, outside help should be supplemental,filling gaps of funding or skilled personnel in order to conduct a viable operation. Normally,program evaluations are carried out within one agency as a feed-back mechanism to policymakers and management, to relate the effectiveness of individual programs to the objectives.For such program evaluation, targets and performance indicators are specified during the initialplanning, and their control becomes part of each assis:ance program design prior to the initiation of operation: This could not be expected for aid to DDS since most foreign assistanceInstitutions do not have aclear picture of the actual role-or potential-of these services and donot perceive or record 	such aid as a separate category. 	Rather, foreign assistance to DDS isbyand large summarized under "non-formal" education, technical training, and communitydevelopment. Therefore, program evaluation here emphasizes gaining an insight into the "giverand receiver" relationships and dependencies. This-it is hoped-will provide a basis fordevelopment of targets and specific performance indicators for both on-going foreign assis
tance and new cooperation programs. 
In all, nine Development Services, two international volunteer coordinating bodies, six UNoffices or agencies, 	 and four individua! consultants provided information for this programevaluation. Table 2 lists these foreign assistance institutions. 

TABLE 2. FOREIGN ASSISTANCE INSTITUTIONS 

Participating inthe DDS Study 
DEVELOPMENT SERVICES: 	 Acronym 

Canada: * 	 Canadian University Service Overseas, Ottawa 
(Compendium No. 21) CUSO

* 	World University Service Canada, Ottawa
(Compendium No. 22)

DIennark: 	 Mellwnfolklight Sarnvirke, (Ddnish Volunteer 
WUSC 

Sr0iVIV'O)r (.l1I0t1;i 1ha(C 0rI1 11diLIII No. 23)Germany: 	 DOeutscher Entwicklungsdenst (German Volunteer Service), 
MSV 

Bonn, (Compendium No. 24) DED 
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Israel: e International Youth Cooperation Center, Jerusalem IYCC 
Netherlands: e Stichting Nederlandse Vrijwillingers, (Association of 

Dutch Volunteers), The Hague, (Compendium No. 25) SNV 
United Kingdom: * Community Service Volunteers, London 

(Compendium No. 17) CSV 
USA: 9 ACTION: Peace Corps, Washington, D.C. 

(Compendium No. 20/1) PC 
United Nations: e United Nations Volunteers, Geneva, 

(Compendium No. 26) UNV 

COORDINATING BODIES: Acronym 

" Coordinating Committee for International Voluntary Service, Paris, France* CCIVS 
" International Secretariat for Volunteer Service, Geneva, Switzerland ISVS 

UNITED NATIONS: Acronym 

* Food and Agriculture Organization* FAO 
" International Bank for Reconstruction and Development* IBRD 
" International Labour Office ILO 
" United Nations Children's Fund UNICEF 
* United Nations Educational Scientific and Cultural Organization UNESCO 
" United Nations Youth Office* 

*No field surveys; evaluation of reports and documentation only. 

A total of 42 organizational inventories and 69 interview questionnaires were returned. In 
addition, 20 unstructured interviews were conducted. A profile of the interview respondents is 
contained in Appendix A-5. Together with many reports and supplementary papers from both 
Domestic Development Services and foreign assistance institutions, these records formed the 
data base for this evaluation. 
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SCOPE OF THE EVALUATION 

The common and specific interests of the sponsors of this study have given it a broad scope for 
inquiry. What initially began as three simple assumptions and questions to which all agreed,evolved into four major emphases to seek answers: 

1. 	Classification of major groupings of Development Services based on principle
common features (Chapter 2); 

2. 	 Assessment of categories of Development Services based upon individual 
case studies (Part II, Chapters 4-7 and Volume II); 

3. 	Discussion of major policy issues which aftect both the performance ofDevelopment Services and their cooperative relationships (Part Ill, Chapters
8-10); 

4. 	Analysis of international relationships, particularly foreicn a~ssi,.tnce and
partnership-cooperation (Part IV, Chapters 11 and 12). 

So 	broad a scope of inquiry cannot be expected to maintain the attention of all who are interested all the time. Rather, it is anticipated that the different aspects of thE report will serve avariety of clients. It ishoped that the professional community of Development Services willfind support for their operations, but also that legislators and governmental policy makers aswell as educators and scholars will find parts of this study useful. 

During the first round of analysis of the materials it became apparent that the emphasis of theevaluation shifted. While initially the study was organized along "receiver" and "giver" linesleaving the Foreign Volunteer Services with the "givers"-the emergent common groundamong the various categories of Development Services and their potential partnerships requireda shift in scope. The focus changed from a foreign assistance versus Domestic DevelopmentServices approach to a more balanced emphasis on each cateory of Development Services, andtheir current and future cooperative relationships. This is reflected throughout the report;Foreign Volunteer Services are treated on a par with their domestic counterparts. As a con
sequence, the study gains in consistency, as it not only sharpens the profile of the various
categories, but certain features for possible future models of Development Services emerge. Itisthus hoped that this evaluation provides a contribution to the development of a "state of theart" of Development Services. 



STRUCTURE OF THE REPORT 

The report is structured in four Parts and twelve Chapters reflecting the various emphases of 
this study. 

PART I deals with the overall scope and nature of the inquiry. 

Chapter one presents the reasons why this study was conducted and describes the scope of the 
evaluation. 

Chapter two provides major terms of reference: A brief review of the origins of Development
Services, classification in major categories, and the identification of the principle features of 
those organizations. Different alternatives of design features also are discussed. 

Chapter three introduces the underlying questioning rationale for the subsequent assessment of 
the various categories of Development Services: Why were they created? When, Where, Who,
What make up the program? What are the achievements and-in comparison with costs, objec
tives and reasons-what represents their efficiency and effectiveness? 

PART II describes the organization and assesses the role of the four categories of Development 
Services. 

Chapters four, five, six and seven contain the Case Studies of individual services belonging to 
the following categories: Training and Employment Schemes (Chapter 4); Study-Services
(Chapter 5); Social and Technical Development Services (Chapter 6) and Foreign Volunteer 
Services (Chapter 7). Here the questioning approach isapplied. The reasons for establishment, 
consequent needs and objectives are discussed for each category. Their program activities in 
terms of inputs and tasks are described and analyzed and their achievements are determined ;n
comparison with the needs and causes to which each category responds. Important principles
of this assessment are discussed in chapter four as it contains the first analysis of a category 
of Development Services. 

PART III discusses the major policy issues which evolved from this evaluation. 

Chapter eight focuses on recurrent development education as a lifelong opportunity for each 
citizen which Development Services must pursue if they are true to their mandate. 

Chapter nine introduces the issue of employment-oriented development, which for Develop
ment Services isan essential feature if they are to serve their target populations. 

Chapter ten explores the scope of citizen mobilization and participation, and identifies an 
organizational structure and operational procedure which would make Development Se-vices 
more effective. 

PART IV is concerned with the cooperative relationships among Development Services. 

Chapter eleven reviews the foreign assistance provided to Domestic Development Services in 
developing countries which participated in the study. An assessment of, and preference for, 
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various types of assistance is provided, and the image of the foreigner in the eyes of the 

is discussed."receiver" 

Chapter twelve discusses the direction toward future partnership-cooperation among Develop

parts of the world. Three principal stages of relationships are identified 
ment Services in all 

are discussed. The elementary characteristics of 
causes and needs for partnershipand the new 

and outlines of action for implementation, conclude the final 
partnershipcooperation, 
Chapter. 



2 CLASSIFICATION OF DEVELOPMENT SERVICES 

This Chapter groups the many Development Services on the basis of principal similarities.
Comprehending the large variety of volunteer service programs and understanding their major 
specialities is necessary before the individual cases-which are the concern
be assessed. Categorization 
 is a small of this study-canServices that present 

first step toward developing models of Developmenta generally acceptable profile of design and standards of performance.Appendix C-1 contains definitions relevant to the considerations in this Chapter.The idea of service is not new; most societies have long traditions of mutual assistance in times 
of need. To better understand today's many forms of voluntary and obligatory Development
Services and their interrelationships, we might briefly look to their roots. Where do they comefrom? 

A LOOK AT THE PAST 
The earliest voluntary services were community-based self-help actions. They appear to havemen in groups beyond the immediate family. Those initial forms of self-help were based o,: 

followed a built-in behavioral pattern that emerged simultaneously with the settling of ancientbenefits for the participants and responded to elementary needs such as: clearing land for food 
production and settlement, house construction, joint harvesting,other emergencies. 

or family help for illness or 
For example, in his report about traditional self-help services in East and 

Central African villages, Philip M. Mbithi relates that the cooperative work groups (Mwethga) 
carried out joint work projects and the resource policy groups (lelo) decided how to obtain
and allocate resources. Similar local traditionslike the gotong-royong are reported from Asia and(voluntary Latin America,mutual assistance in villages) in Indonesia. In North 
America, self-help for mutual benefit was a built-in behavioral pattern of the early settlers, and
the framework 
 for self-help in 
in middle Europe at the beginning of the Christian Era, the "Markgenossenschaften"help activities this cooperative settlement after the migrations. These

provided
self

were voluntary in natureconduct" but were supported by a community "code of 
that made it difficult to evade participation. These traditions of self-help continued

to the present time, maintaining flexibility to change their patterns as needs dictated. Basically,self-help activities responded to the elementaryvidual, the family and need cf survival-the survival of therelationship immediate community. They required indibetween the people who a constrictedparticipated. Hence the geographical area 
area and directSelf-help, as in the past, is now of voluntarylimited to a single community or to a cluster of neighboring

villages or townships. Self-help services defy large scale organization at the national level, they 
have little formal institutional structure and normally operate without outside help or govern
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mental initiative. Their main detriment today lies in the mobility of people, the breaking up 

of neighborhoods in urban centers and large scale housing projects. 

A second root of today's voluntary Development Services goes back to the period of the 

American and French Revolutions toward the close of the 18th Century, and the emergence of 

industry with the related changes in social conditions and political activity at the start of the 

19th Century. Intensified by rapid population growth, that period saw the first of modern-day 

organized beyond their community or trade boundaries on the
associations. People became 

(labor unions) or special sUatus (students,basis of political, religious, economic and social 
youth) interests. The student and youth movements, and the missionary services of the 19th 

1930's in Europe and North America were other forerunners of today's
Century up to the 
volunteer services. The emphasis of those services was on personal growth (Character Building), 

(charity) for those in need. These organizations and
political expression and social concern 

movements differed from the earlier community self-help schemes for mutual benefit. Ofter,
 

or state level, the new service schemes provided outside help to the
established at the national 

in their own or other communities out of moral, social and/or
poor and underprivileged 

some extent-the forerunners of today's
political conviction and obligation. They were-to 

technical assistance services. As non-governmental organizations they often became a political 

voice of the otherwise unorganized public. This latter phenomenon is especially true for the 

student and youth movements in continental Europe. The classic Anglo-Saxon concept of 

voluntary service, giving one's time free of charge for the benefit of others, also has its origin in 

It became integral to the way of life-and expression ordemocratic values in England,
this era. 

the United States. In India, for example,
Canada, other parts of the Commonwealth, and 

services for social welfare and educationalthe British rule, voluntaryafter consolidation of 

purposes were quite common.
 

its origin in this era: the WeltfriedensdienstThe first foreign volunteer service likewise had 

(World Peace Service), founded by Professor Rosenstock-Huessy in Germany in the 1920's 

program. As an expression of reconciliation, German volunteers served 
as a non-governmental 

I providing economic aid to
full-time for about one year in Balkan countries after World War 


farmers during the ensuing inflation and depression.
 

A third source of today's Development Services are those government organized employment 
areas of national needs. Most of these 

programs for rather large numbers of people serving in 

employment type services provide labor for large scale public works projects, such as construc

tion, food production and harvesting, communication and transportation, protection and pre

servation of the natural environment. Such Development Services, as nationial employment 

than 6,000 years when people in Egypt joined in cooperative labor
schemes, go back more 
projects to build dikes and canals to control the Nile (for reference see Bibliography No. 33). 

China, too, for centuries had labor-intensive rural public works programs to improve the 
recent examples include

agricultural infrastructure (irrigation, drainage, terracing, etc.). More 

the Civilian Conservation Corps (CCC) established by President Franklin D. Roosevelt during 

of the 1930's as a counter measure against unemployment. CCC was involved in
the depression 
large scale public works projects such as: eforestation, wildlife protection, water control, road 

the voluntary work service (Freiwilliger Arbeitsdierist) was estab
construction. In Germany, 
lished in the late 1920's for employment in public works construction, agricultural production, 

social service to large families and remote rural communities. Later, in the 1930's, under the 

work service was changed profoundly
national-socialistic government, this voluntary for 

for young adults which included para-military
political purposes to an obligatory service 

on defense construction and food production. To some exteni,
training for men, and focused 

were set up as "emergency services", responding to
the German and U.S. large scale programs 

acute economic problem with a short-term solution, and were not permanently institution
an 
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alized and integrated into the conomiIic structure of the country. While contemporary
oluntary or obligatory Development Services have roots that go back many centuries, and are

found in widely separated areas of the globe, following World War II, they took on new forms 
responding to the growing youth population and their specific development needs. The 
magnitude of these development problems required multi-faced and massive responses which 
went beyond the capacity of non-governmental efforts and, increasingly, governments either 
established services or supported existing non-governmental programs to carry out services for 
the general public. 

Finally, one must take into account the unprecedented national and international political 
scene in the 1950's when these new Development Services began: the independence of many
freshly established nations and the creation of the United Nations produced new forms of 
alliances, cooperation and dependencies beyond the traditional bilateral colonial ties of the 
past. 

Toward the end of the colonial era, new types of indigenous volunteer services appeared incountries that were fighting for independr'nce and self-determination. In some cases theseservices were set uD as well structured military-type units; in others, they consisted of demonstrative movements (Ghandi in India) or smaller community groups acting on their own.Examples include the movements in Kenya, Zambia, Tanganyika, India, Indonesia, Bolivia,Panama, Bangladesh, and Mozambique. Parallel to these indigenous schemes, local serviceswere formed on the basis of models imported from other usually industrialized countries
such as the activities of religious groups and youth movements. Among them were: Boy and
Girl Scouts, YMCA, YWCA, Work Camp Services and charity and social welfare organizations.These imported models enlisted the educated and those who could afford spare time to helpothers without seeking financial reward for themselves. To a large extent, they depended upon
their foreign sponsors for financial and, sometimes, staffing and management support toperform their tasks. Philip Mbithi confirms this notion in his study on "Localizing Youth
Volunteer Developmental Service in Kenya ' 7 6 . 

With independence achieved many of the freedom movements changed their orientation tofocus on development. Thus, many Domestic Development Services were established as govern
ment-sponsored indigenous schemes, emphasizing social change, economic growth, education, 
self-realization, nation-building. 

For the most part, Domestic Development Services in developing countries were establishedduring the 1960's. Notable exceptions are some Asian programs which began earlier (India
1905, Indonesia 1950, Pakistan 1953, Sri Lanka 1958). Similarly, Foreign Volunteer Services,most of them government-supported, which send mostly young skilled volunteers abroad,appeared at the close of the 1950's. They emphasize local level or "grass roots development"
and aim at bridging the gaps between the educated and uneducated, the rich and the poor,
the skilled and the unskilled, the rural and the urban people, different cultures, languages,
religions and philosophies. With the rapidly expanding world population defying the hope foreconornic growth, their emphasis is still basic: namely to ensure a livelihood for the poor andprovide some stability toward a minimum income, health and living standards. However, with 
gaps of income and living standards between industrialized and developing countries still
widening, many services concentrate on three new basic needs: (1)helping to provide equal
Opportunity for people especially in rural areas; (2) improvement of income distribution, and(3) equal justice. The era of "development", since the 1950's is characterized by technicalassistance, the interrelationships of "giving and receiving". Both Domestic DevelopmentServices employing skilled volunteers in their own country, and the Foreign Volunteer Services 
now offer such technical assistance to local communities. They endeavour to link their services 
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and involve local citizens in the 
existing community self-help schemes, initiate new onesto 


larger development effort of the nation.
 

roots: (1) in 
voluntary and obligatory Development Services have three 

Thus, today's 
community self-help traditions; (2) in voluntary organizations established in response to social 

as an expression of political, religious or philosophical concerns; and 
and economic needs, and 

areas of national 
(3) in voluntary or obligatory employment services to provide manpower in 


public need.
 

CATEGORI ES 

as the mobilization and advancement of people, in contrast to 
Here, Development is defined 

improvement of institutions and growth of profits, to achieve and maintain an adequate liveli

as a specification of development, the achievement 
hood and self-reliance. Some services add, 


of equal opportunity, fair distribution of income and equal justice to all.
 

work done, with attention and devotion, for others and to their benefit. 
Service is defined as 

work programs that emphasize the mobilization and asAnd Development Services are defined 

advancement of people, carried out with attention and devotion to the benefit of others. Ir 

other words, the mobilization and advancement of people is required in order to classify as a 

voluntary services which distribute material 
Development Service. Worthy though they are, 

notas long as the recipients are 
goods and extend charity are riot Development Services, 

etc. Even some 	projects of 
mobilized and advanced in terms of education, jobs, citizen roles, 

Foreign Volunteer Services, providing technical assistance, may not be developmental in nature 

because they do not mobilize and advance the recipients of the service. 

are distinguished by the characteristicsDevelopment ServicesAs people-to-people programs, 
educational background of volunteers themselves 

of their participants. The capabilities and 


indicate immediately the kind of service they can render.
 

the participation of people with different levels and 
As will be explained in Chapters 4 to 7, 

types of education in vrrious categories of services is a response to specific societal problems 

which caused the establishment of these services in the first place. Another indicator of service 

distinctiveness, resulting from the differing qualifications of volunteers, lies in the several types 

of learning and 	work programs for each category. Related to this specification of learning and 

is the matter of schedule: Development Services require a certain continuum 
work programs years or more). 	 Medium term 

at best a full-time and long-term service (1-2
of commitment. 

service with a long-term commitment are other alterna
(6-12 months), 	 or part-timeservices 

tives. However, programs which ai'e both part-time and short-term cannot beseriously consider

are too sporadic to be relevant 
as Development 	Services since contribution and commitmented 	

this study. It is in the program emphasis and the 
as defined into the development process 

scheduling, that Development Services are distinguished from youth work and other vaiuntary 

activities. 

a program makes to the development of people sets the 
Finally, the kind of contribution 


performing service in a distinct category.
 

Table 3 provides a brief ieview of the Categories of Development Services. 
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TABLE 3. CATEGORIES OF DEVELOPMENT SERVICES 

CATEGORY DESCRIPTORS 

CATEGORIES 

Education of 

Volunteers 

Age Range 
Yews 

Volunteer 
Training 

Volunteer 
Work Prgrams 

Achievement 
Indicators 

Schedule 
of Service 

1 

Training & Employment 
Schemes 

2 

No school 
drop-outs 

16-25 

3 4 

Literacy techn./ 
vocational 
farming 
civics 

5 
Public works, trade, 

farming, crafts, 
sell -cooperatives, 

administration, 

6 
Volunteer employment, 

change of formal 
education system, 

continued community 

7 
Full-time 
1 year up to 5 years. 

home making home making. service. 

Study Services Students 17-25 Teact-ng management 
community devel. 

culture, 
communications 

Teaching. rural 

development, surveys, 

development 
administration 

Graduation after service 

return to rural areas, 

employment social 
service criented. 

Full-time for 1 year, 

6 or 3 months or 

part-time with long

term commitment. 

Social & Technical 

Development Services 

Completed 

education: 
formal or by 

experience 

18-50 
or 
un-limited 

Comm. devel. 

Administrat. of CD 

program cultural 

communications. 

Rural development. 

communtv service 

Provision of needed 

skilled manpower, 

continuation of projects 

volunt. left, rural 

employm, of former 

Full-time for 1-2 years, 

or part-time with long

term commitment 

volunteer 

Bilateral Foreign 
Volunteer Services 

Completed 
techn. & 
profession. 
education 

21 -
un-limited 

Language, culture & 
communication 
special techn. skills 

Community based: 

rural develononent. 
urban slums: health, 

social service, educat. 
and techn. training 

Continued volunteer 

requests, project 
continuation after 

volunt. left. number of 

target persons reached. 

Full-time for 2 years; 

few 1 year; 
reassignments possible 

number of persons 
participating 

United Nations 
Volunteers 

Completed 
techn. & 

profession. 
education 

21 -

un.limited 

same as Bilateral 

Foreign Volunteers 

U.N. Lssisted projects, 

large scale, iighly 

technical, often not 

community based 

Funds saved instead 

of expert pay; 

Same as Bilateral 
Foreign Volunteers 

Full-time for 2 years 



1. Training and Employment Schemes 

Also called National Youth Services, they offer uneducated youth and early school leavers 

literacy, civics and technical/vocational skill training, in combination with employment in work 

programs. They are usually government sponsored, they require full-time service for aduration 

of 1-2 years. A few programs combine part-time and full-time participants. Typical projects for 

work programs are: farming and land settlement, rural craftsmanship and mechanics, public 

works construction, development of rural industry and marketing. Customarily such projects 

are community-based and tocus on local level development. The age range of volunteers is 

from 12-18 and even up to 25. Males predominate but the number of girls is increasing. Most 

National Youth Services, Service Civic and Junior Brigade type of programs in Africa, Asia and 

the Caribbean fall under this category (see Table 1 and Compendia Nos. 1-8, 18, and 19). 

provide training for school or employmentIn a few industrialized countries, such programs 
drop-outs and help them to obtain work; as for instance, the Jobs Corps and two experimental 
programs of AC'.*ION, both in the United States (see Compendium No. 20). In Israel, the 

Gadna Youth Corps belongs to some extent in this category-even though they usually involve 
high school students and no drop-outs. Their program emphasizes citizenship training and 
nation-building, instilling national and social values and developing leadership qualities and 
physical fitness. The service of the Gadna Youth Corps is linked to civil defense. It's concepts 
and experience have influenced many of the Training and Employment Schemes in developing 
countries. 

2. Study Services 

Otten known as university services these programs are carried out by, or linked to, educational 
institutions usually universities or colleges, but in some instances secondary schools. Student 
volunteers are assigned to development projects, mostly in rural areas, in jobs that may or may 
not be related to their field of study. Study-Services respond to the need for relevant experi 

ential learning and a new development orientation of the university. Through development 
work programs they emphasize practical skill training and learning of work processes, change 
of attitudes toward other tribes or sub-cultures, and the provision of professional services in 

rural areas or urban plight siuations. Study-Services are part of an educational program, often 

for credit, on a full-time basis, and for a duration of 6 months to 1 year. The age rangs is from 

about 18 to 25 years. Most services are co-educational with the girls not necessarily restricted 

to "typical women activities". Projects are community based and include teaching in primary 

and secondary schools, rendering agricultural, social and health services, assisting in general 

community development. Examp!es in this category are: Ethiopian University Service, Gradu. 

ate Volunteer Certificate Programme in Thailand, National Youth Service Corps in Nigeria. 

Association of Colombian Universities, Kuliah Kerja Nyata (KKN) Indonesia, National Devel 
Education Corps, (one of the four Development Corpsopment Service of Nepal and Iran's 

which provides off campus credit programs upon request to volunteers teaching in villages) 

The Ethiopian University Service is currently suspended and integrated into a rural areas 

scheme of National Service for all students. As this report is written, it appears that the 

Lmphasis has shifted to political action, and student cadres are also charged with implementing 
the revolution in the hinterland. 

-A few examples from industrialized countries also belong in this category. For instance, the 

Community Service Volunteers (CSV) in the United Kingdom which started by involving high 

school and college students in community service, subsequently succeded in having some 



schools integrate the CSV service in the curriculum. In Israel, the Oded Youth Groups are part
of the Kibbutzim Movement. Here high school graduates serve in community and social work,
especially in child care and youth development projects. At the college level the U.S. Teachers'
Corps, provides teacher education through service assignment of volunteer-teachers. The 
program is carried out by the Office of Education and credit is given. Finally, the University
Year for ACTION in the United States is a Study-Service caried out by individual universities 
under the guidance of the ACTION umbrella agency. This program is included in the curricula 
and credit is given. 

The Study-Services that provided data for this evaluation are listed in Table 1-a detailed
description iscontained in Compendia Nos. 9, 10, 18, 19 and 20/3. 

3. Social and Technical Development Services 

Most often these programs involve educated citizens who have schooling plus technical skillsand/or professional training. They provide (a) service opportunities to the enrollee, and (b)skilled volunteer manpower and professional talent to the recipient communities. There arealso a number of services which make use of mature people educated by experience (and byheart). Such are, for example the National Service in Tanzania, Sarvodaya Shramadana in
Sri Lanka and the Thailand Volunteer Leaders for Community Development (Compendium No.15). Their volunteers serve on a full-time or a part-time basis for 6 months to 2 years inprojects such as: general education, technical training, health, nutrition and social services,development of agriculture, small industry, rural infrastructure and general communityimprovements, Although there are no age limitations the majority of volunteers range in agefrom 17-30 years. The customs of the country and the nature of the project determine therecruitment of women. Iran, for example, has special programs for women only. In Panamaand Indonesia women are accepted on the same basis as men. In Thailand, as in other

countries, women are excluded not by policy but because of the nature of the service and the 
cultural traditions of the society. 

Typical examples include Iran's four Development Corps (designed as an alternative to militaryservice, but on the basis of voluntary application and careful screening of candidates),Indonesia's Rural Development Service (BUTSI), Thailand's Community Development
Volunteers (Arsa Pattana), Panama's National Volunteer Service and the majority of the 
volunteer development services in Latin America. 

In this group of Social and Technical Development Services belong also those domesticvolunteer services in industrialized nations which are community oriented and which employ
graduates during vacations, and youth 
or adults who take leave of absence from employmentbecause they wish to experience volunteer service. There are quite a number of full-time and
long-term programs carried out by governments and private groups, such as ACTION/VISTA,
and the service groups of the elderly and businessmen and women in the United States,Company of Young Canadians, Community Service Volunteers in Britain (also has part-time
volunteers), Working Group for Social Services 
 in Germany. Israel has various services in thiscategory: Youth Movement Envoys, a community service of the Kibbutz Movement;Volunteer Associations, a community service as alternative to military service for girl graduatesof religious high schools; and the Nahal Movement, a three-yeai service which combines land
settlement and farming with military service. 

Social and Technical Development Services which provided cata for this evaluation are listed
in Table 1 and explained in detail in Compendia Nos. 11.20. 
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4. Bilateral Foreign Volunteer Services 

This category comprises those programs which send volanteers abroad on the basis of bilateral 
agreements between the sending and receiving institutions. As explained earlier, they stem 
from the early 1920's when the Worlo Peace Service was founded in Germany, but their 
time came after the Second World War with the beginning of the "development and technical 
assistance" era. Voluntary Service Overseas (VSO), founded in 1958 by Dr. Alec G. Dickson 
in Britain, pioneered development service to distant countries. The creation of the U.S. Peace 
Corps in 1961, on the initiation of President John F. Kennedy and his "New Frontier" phi
losophy, eased the acceptance of these services by citizen groups and by governments in other 
parts of the world. Thus, the international climate with respect to volunteer development 
service changed during the 1960's and Foreign Volunteer Services were established in 
Australia, Canada, New Zealand and most Wesgrn European countries. This process paralleled 
the rise of Domestic Development Services in independent nations of Africa, Asia and Latin 
America. 

All Bilateral Foreign Volunteer Services have similar objectives: to provide (1) technical assist
ance to those in need, (2) a learning experience for the participating volunteers, and (3) a 
contribution to peaceful relationships among nations. The priorities among the three objectives 
may differ from service to service and indeed has changed even within the service. Clearly, the 
learning experience and the technical assistance role are not incompatible, but the emphasis 
each is given significantly changes the type of programs carried out, and the relationship to 
the "receiver" of the service. 

Volunteers with a minimum age of 21 years (VSO and Peace Corps 18 years) and a completed 
education are sent abroad for one, two or more years on the basis of specific requests from 
host countries. In the main, the age of volunteers in this category ranges from 23 - 27 years 
but there are no limitations for older people to serve abroad. The educational background of 
volunteers from various countries differs because of the difference in their educational 
systems. Anglo-Saxon countries which have a university system with two levels of graduation, 
the bachelor's and the master's legrees, produce more "generalists", (i.e. bachelor's degrees) 
for service abroad. In contrast, in the continental European education system, universities 
confer only master's degrees. Technical education-sometimes combined with apprentice
ships--of the secondary and post-secondary level is deferred to specialized educational institu
tions in the various fields. The results produce middle level, techn;cally skilled volunteers 
available for service abroad. In recent years, these differences in skill level among Foreign
Volunteer Services nave disappeared because of more specialized and higher skill level requests 
from developing countries, resulting in selective recruitment efforts on the part of the sending 
organizations. 

Most services require a completed technical or professional education and assign volunceers 
abroad to development projects that include vocational and technical training, general educa
tion, industrial deveiopment, health and nutrition, social services and community develop
ment, agricultural and rural infrastructure development, construction and surveying, and 
public administration. The majority of foreign volunteers are assigned to rural areas. 

There are only two Foreign Volunteer Services in developing countries established for tre 
purpose of sending volunteers abroad: Operaion Brotherhood International in the Philiopines 
and BUTSI in Indonesia, the latter being a Domestic Service Board with one section respons
ible for Indonesian volunteers who are sent to a foreign country. However, there are a number 
of Domestic Development Services in those countries which now provide volunteers for service 
abroad with the United Nations Volunteers or in student exchange programs. These DDS have 
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mlso supplied volunteers to multinational volunteer teams coordinated by ISVS, for exampleinChile, Yemen and Panama. 

Foreign Volunteer Services participating in this evaluation are listed in Table 2, and explainedindetail in Compendia Nos. 21-25, 12 and 20/1. 

5. Combined Development Services 

These services are not a distinct class unto themselves but rather combine somefour categories described above. Some or all of thecf the combined services carry out the differentcategories 
for 

as separate 
a specific

program 
"corps 

sections but do not give them separate organizational structure,nor call d'esprit". Others maintaincategories of services and separate identities for the variousthus provide specialtypes of volunteers. Countries 
focal points for the engagement of different 

Panama, Sri 
that provide such combined services include Costa Rica,Lanka and the United States. A detailed description is contained in Compendia

Nos. 18-20. 

6. Multinational Foreign Volunteer Service: UNITED NATIONS VOLUNTEERS 
The United Nations Volunteers (UNV) created in 1971,organization sponsored by governments 

is the only multinational volunteerand designedestablished as an to send volunteers abroad.arm of the UNV wasUnited Nations Development Program,UNDP also being the Administrator of UNV. Drawing 
the Administrator of 

and on resourcesDomestic Development Services, volunteers with a minimum 
of both bilateral Foreign 

age of 21, and professionalor technical qualifications are sent overseas to United Nations-sponsored projects, and serve fora period of two years. As is the case with all other Foreign Volunteer Services, UNV teams areassigned only upon the explicit request from host countries, and their composition draws fromas wide a geographical distribution as possible. 
Because volunteers are assigned only to U.N. financed projects, which aretechnologyoriented, chiefly large-scale,the qualifications of volunteers are1974 and 1975 UNV's mandate 

rather high and specialized. Duringwas expanded to carry outDomestic Development Services to involve youth 
special programs supporting

in the United
description of UNV is contained in Compendium No. 26. 

Nations efforts. A detailed 

It should be noted that there are
services 

a number of multinational non-governmental voluntarywhich send either multinational groupsbilateral and domestic programs. In this or provide an "umbrella" forcategory belonc many foreignthe Service Civic International,Commission on World Service/World Council of Churches, YMCA,Committee (Quaker) YWCA, Friends Serviceand the International Voluntary Service (IVS), USA. In fact, ServiceCivic International operated its first multinational work camp in 1929. 

7. International Volunteer Service Coordinating Bodies 
Only two organizations belong in this category: the Coordinating Committee for InternationalVoluntary Service (CCIVS), Paris, France, and the International Secretariat for Volunteer
Service (ISVS), Geneva, Switzerland. 
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CCIVS was founded in 1947 to coordinate non-governmental voluntary work-camp organiza
tions (Co-Co); it later expanded its scope to voluntary development services, both short and 
long-term and part and full-time programs. CCIVS now has 130 member organizations. Since 
the 1960's youth organizations from socialist countries have joined. In 1968, at the XVIth 
Conference of Organizers of International Voluntary Services, CCIVS approved "The Universal 
Charter of Volunteer Service". 

Volunteers are and"",. men women who give up their normal work and, 
without regard to financial benefits, devote their knowledge and abilities, with
in the framework of common efforts, to the people in regions of social and 
economic need. In their daily work, their attitudes and relations, they support 
the principle of equality and the right of every person to dignity and respect. 

The work which they carry out in accordance with these principles is voluntary 
service. This same spirit is also to be expected of the administrative staff in a 
volunteer organization, who may, however, receive salaries." The complete 
document iscontained in Appendix B-1. 

For the past half dozen years CCIVS has emphasized the importance of Domestic Develop
ment Services in developing countries. CCIVS enjoys third class membership at UNESCO, 
which contributes funds for activities. Its role best can be described as a strong advocate of 
non-governmental and voluntary service and a critical examiner of government involvement. 

ISVS was founded in 1962 as a result of a Conference of Middle Level Manpower held in 
Puerto Rico. Founding members were 43 governments present at this conference. As an inter
national governmental agency ISVS had the mandate to assist organizations and governments 
in the establishment, expansion and improvement of volunteer services for development. There 
were no limitations as to whether the assistance was provided to non-governmental or govern
mental organizations. ISVS had 64 Assembly member countries, of which 26 were Council 
members who contributed to the budget by providing funds and/or personnel. As an assistance 
agency, ISVS carried out a comprehensive program of Directors' Conferences, Staff Training 
Seminars and Staff Exchanges, issues Seminars for both Domestic and Foreign Volunteer 
Services in various regions of the world. Appendix B-2 contains a documentation of 
Conferences and Seminars, many of which were sponsored by ISVS. ISVS assisted the United 
Nations in founding the United Nations Volunteers and coordinated some rultinational 
volunteer teams, preceding the establishment of UNV. ISVS maintained regional offices in Asia 
and Latin America and representatives in Africa and North America. 

In December of 1975 the ISVS Council, after long deliberations, decided-because of in
sufficient funding and in order to consolidate international volunteer service relations-to 
propose to the ISVS Assembly the termination of the organization as of March 31, 1976. 
The Assembly concurred and ISVS did terminate at that date. During 1975, UNV had taken 
over some ISVS activities and assumed the remaining projects. UNV will thus expand its role 
to an international coordinating body and a clearinghouse of volunteer service information. 

Now that the major categories of development services have been identified it appears 
appropriate to clarify some basic features of their design which have not yet been discussed 
but are relevant for understanding their roles. While these distinctions have their origin in the 
different traditions of services as described earlier they often cause heated debates and tend to 
cloud the real issues. 
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VOLUNTARY VERSUS OBLIGATORY SERVICES 

Voluntary Services are either (1) locally, (2) regionally, (3) nationally or (4) internationallyorganized schemes whose members enter into service of their own choice and free will. The Ifree 	will-whatever motivations are behind this will-is the decisive criterion of a voluntaryservice. This is a "minimum definition" all services agree on. Perception of further aspects ofvolunteer service differ and not any one definition is acceptable to all. Other criteria definingavolunteer service include: 

Schedule of service: part-time volunteers can provide service for unlimited
periods, and often do, as an expression of their way of life. Full-timevolunteers serve for limited periods designated by the purpose of the organization or by the project they carry out. This point is important to avoidmisconstruing volunteer service with regular employment and career. 

" 	 Remuneration: part-time volunteers and full-time volunteers who serve within their own community normally do 
not receive remuneration but, occasionally, reimbursement for expenses and free meals. Particularly, thisapplies when volunteers from the less fortunate sertion of the populationparticipate in the service. Full-time volunteers serving in other communities or countries receive room and board and/or a minimum living allowance tosustain them during their assignments. In Principle, all volunteers shouldreceive uniform remuneration and be treated equally, irrespective of theireducational background, tribal or social status which would provide themwith different incomes in regular employment. Remuneration of volunteersis probably the most significant change in the concept of vo!unteer serviceoccurring after World War II. It opens up opportunities of service to those
who do not have the means to sustain themselves without income fromregular employment. In other words, the earlier "classical" voluntary concept of service without any remuneration restricted it to the upper classes ofsociety-thereby reducing the concept of service to charity for the poor.Today, all full-time services, both domestic and foreign, pay volunteers 
equally to sustain themselves. 

* 	 Recipients of Service- most volunteer services, be they domestic or foreign,locally or nationally organized, part or 	 full-time programs, serve localcommunities at "the rootsgrass level", and emphasize the immediate and
personal contact with those who need help. In some 
instances, volunteers areconceived as the "pontifex", the bridge builder, or the last link in the chainensuring that outside help reaches those in need. This outside help can begovernmental or non-governmental programs, regular public administration
efforts or foreign assistance. In other instances, volunteers themselves-as 
part of those communities who need help-are the primary recipients of
the benefits of their service. This is true for most Training and Employment

Schemes described earlier. An exception is the Kenya National Youth
Service which primarily focuses on 
large scale public work projects such asland clearing, public works construction, wildlife preservation, etc. which
indirectly serve communities. 
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full-time and long-term schemes whose members
Obligatory Services are nationally organized 

enter service because of a legally binding arrangement. In other words, they do not vary as 

as the voluntary services. Here, members enter service without expression ofmuch in design 
their free will, but because they belong to a certain age group or have a certain status, i.e. 

students, bound by the legal arrangement. Most obligatory services are created to enforce a 
pursued by, those sectionssocial obligation and/or educational purpose not apparent to, 	nor 

for students called for serviceof the population called for service. This is especially true 

as a compulsory credit program and for those educated young people who are idle in cities and 

do not participate in their nation's development. Examples of obligatory services are: The 

Nigerian National Youth Corps calling students to a year of service in rural areas after 

the first university degree and before receiving their certificate (seecompleting studies for 
Compendium No. 9); the Study-Services in Indonesia and Nepal; and the three Iranian 

military draftees who have completed secondary, post.Development Corps which draw on 
to volunteer for Development Services insecondary or university education, and are permited 

other words, entering the Development Services is arural areas in lieu of military Service. In 

voluntary move, whereas the first call, the military service, is a draft. There are no basic differ

ences between voluntary and obligatory services as to policy or remuneration and recipients of 

no free will to volunteer is exercised, the valueservice. One can, of course, argue that because 

of those services in terms of learning impact, contributions to others in need, attitudinal
 

change toward other subcultures, and improved identification with the nation, is diminished.
 

After all the concept of voluntarism holds that the will is the primary factor in experience.
 

But how is will formed? What influences the creation of different kinds of will in today's
 

mass-societies, communication explosion and marketing of ideas? It can be argued that the
 

service experience within a group, the person.to-person eiicounter with the residents of
 

villages, and the deflection of attention from oneself is a powerful experience for change in
 

anyone's life. It can motivate and create an environment which furthers voluntarisrn as an
 

experience of free will. This notion is confirmed by a recent study by Ms. Irene Sie of the
 

Philippines, "Volunteer and obligatory services of University Students"' .She found no
 

difference in involvement or performance level between both groups concerning contact with
 

communities, group organization or management functions in service.
 

There are ample other examples on both sides of the fence: volunteers who returned frustrated 
who becameand with reduced motivation toward serving others, and corpsmen 

In Iran, for example, a high percentage of members of thevolunteers by spirit and devotion. 

Education Corps, after completion of the!r two year obligatory service, volunteer to remain
 

in remote villages another five years as primary school teachers.
 

free will to enter intoInasmuch as voluntary application remains an expression of a 

service to others, the obligatory service can create a will to serve other people-through the 

experience of service. 
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GOVERNMENTAL VERSUS NON-GOVERNMENTAL SERVICES 
In voluntary service circles, normally the non-governmental service-often"indigenous scheme"-has a better image than the government supported program. The reasons 

referred to asfor this image difference appear relatedexpression of citizen concern and 
to the voluntary traditions in many societies asa democratic way of life. However, the history of today's

anservices make it clear that the answer is not that simple and a distinction is not as clear-cut as one would surmise. Discussions on governmentalusually center versus non-governmentalon organizationsthe question of the dependency of volunteer services vis-a-vis governmentpolicies, decision-making and funding. In principle, however, the distinction between the twotypes pertain to their legal structure and their funding. 

Today the following structures occur in the various categories of Development Services: 
Local community self-help groups, organized onbenefit are non-governmental, a local scale for mutualand normallyfunding. However, receive no governmentalthere are local self-help, private groups whichthemselves with concerncuring societal ills anogovernmental program. they often participate in a largerThey normally receive governmental funding forcash expenses and provide volunteer manpower and'or facilities as matchingcontributions in kind. In some instances they receive nationally recruited orforeign volunteers to implement the governmental program. Examples in thelatter category include Domestic DevelopmentThailand, Canada, the Services in Indonesia,United Kingdom and the United States (Compendia12, 13, 15, 16, 17, 20). 

Most Domestic Development Services in developing countriesmental by legal are governstructure and by funding. They are,described at the sameearlier, the indigenous schemes, time, as 
traditions and i.e. developed from their ownresources. 
developing regions 

In contrast, the non-governmental services in theare imported models-often era, going back toand up the colonialto today, dependent
involve only 

upon outside support. Also, they mostlythe educated as volunteers and address the poor and underprivileged as their object of service (charity). In Europe and North America,
most Domestic Development

structure-w;th Services are non-governmentalthe exception in their legal
ACTION/USA which are 

of the Company of Young Canadians andgovernmental organizations.nationally organized But most of theseDDS carry out social services withingovernmental the realmresponsibility and of 
added the number of church 

receive some funding. To them must beprograms, industrynon-governmental volunteer or foundation sponsoredservices in the United States, which drawtheir private sponsors or on capital market incomes for support. 
on 

All Foreign Volunteer Services from Europe andgovernmental funding, with the exception of the church services and avery
few specialized professional 


North America receive 

services (veterinarians) in the United States.However, they differ in their legal structure: the Dutch, Norwegian, Swedish, Swiss Volunteer Services and the US
In contrast, the Austrian, Peace Corps are governmentai.
British, Canadian, Danish,(Fed. Rep.) French and German
Volunteer Services have a non-governmental legal
the latter, only the structure. OfBritish and Canadian services obtain private and some
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what above 50% governmental lunding, whereas tlre Danish, French and 
German services are 100% financed by the government. In Europe and North 
America, apart from the services described here, most countries have various 
services sponsored by churches, labor unions, and other sources, which 
receive some governmental funds for their involvement abroad. 

This clearly indicates that most of today's volunteer Development Services hve entered into a 
relationship with governmental sources to carry out their mandate. It also indicates that, 
increasingly, governments accept and value the non-governmental efforts, and that both 
consider "development" too large a job for any one source. It seems that only a few non
governmental services are rich enough to remain private in their funding. 

Finally, as a point on the dependency of governmental and non-governmental involvement in 
development services, it seems that the problem lies not so much in the "What" of the legal 
structure or funding, but "How" the dependency on government is arranged and executed. For 
example, the Canadian University Service Overseas (with 57% governmental funding) and the 
Danish Volunteer Service (with 100% governmental funding) have significant flexibility in 
their decision-making once the annual budget and program is approved. Only one annual aucit 
certifies the regularity of expenditures. In contrast, the German Volunteer Service (DED)
even though non-governmental in legal structure but 100% government-financed-has added 
governmental strings attached to its decision-making during the course of the year, with 
detailed financial management regulations affecting personnel and project decisions. 

SMALL VERSUS LARGE SERVICES 

The question of size of a Development Service is a concern of many professionals. At times, it 
seems, the issue becomes more a question of principle than of organization-actually it is both. 
As the German Friedrich Hegel (1770-1831) pointed out in his dialectical philosophy, a 
quantity changes into another quality when it reaches a critical size. 

Thus, one group argues that, upon reaching a certain size, a Development Service changes its 
quality, requires more administration and discipline enforcement, and discourages citizen 

involvement and individual volunteer contribution. They contend that a variety of smaller 
local services is better than a large one. 

The counter proposition is: the smaller programs may be useful for solving local problems, but 
a large scale effort is necessary to respond to nationwide needs. So far, many small service 

programs have not demonstrated a significant impact on the large scale problems of national 
underdevelopment. 

These two contrary positions are, of course, simplified to point up the difference. For a solu

tion to the size of Development Services the following factors are of importance: 

" 	 large scale needs require a concerted large effort in response, covering all 
relevant population groups and geographical areas 

* 	 small group settings encourage creativity, growth and participation by 
individuals 

" 	 innovative solutions require a pluralistic structure and a local application 
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Therefore, size in itself is not an isolated issue: The quality of a service isdependent upon: 

1. 	a national policy and plan directly responsible to the needs of the people 
they are designed to serve 

2. 	a size which covers target population and geographical areas, and 

3. 	an organizazion which decentralizes administration and delegates decision
making to the local responsible unit. 

SELF-HELP VERSUS HELPING OTHERS 

Another question relevant to the design of Development Services within the various categories
is: How important is the function of self-help in comparison to helping others? 

0 	 Self-help in the traditional unstructured way as described earlier, is an active 
process. It is a first step of mobilizing people. Self-help is basically ego
centered and based upon mutuality of benefit. Self-help is also tribal and 
group centered, in that people remain in their closed cultural community 
environment and are neither endangered nor challenged to think beyond 
their boundaries. 

* Self-help groups which are recipients of outside help, governmental programs 
or foreign assistance-often including the presence of government officials, 
national or foreign volunteers-are somewhat different. The determination 
to help themselves, the free will or voluntary decision to enter into an 
activity remains the most crucial step, this being the precondition for any
mobilization of local communities. However, the availability of a govern
mental program, or outside help, changes the environment for that decision. 
In the above first case the community acts alone without knowing what 
others are doing. In this second case, once outside help is requested, linkages 
are established, communications are broadened, inviting participation oreven 
competition with others to do the same thing. Although the nature of the 
self-help is still ego-centered, the presence of the outsider is a necessary
challenge to go beyond the traditional way. In fact, joining with others in 
similar projects has a marked impact on the advancement of the living condi
tions of the people in the community. In other words, the learning and
change process is intensified significantly. It is at this point that develop
ment begins. It requires a delicate balance between both thevoluntary decision 
to mobilize and bargain about the priorities of the "What to do?" on the 
part of the community, and the type of rules and regulations under which 
outside help is provided. If these regulations of aid are inflexible, dominating
in requirements and rigid in execution, the community or so-called self
help group is degraded to a welfare recipient or "cadre" executing out
side advice. Again, not the "What" of outside help to support development
is the crucial question, but the "How" it is designed and executed. Thus, 
development processes require outside chal!enges to the community in form 
of ideas, programs, people and/or funds. Isolation, even if it is based on 
mutual self-help, does not create advancement, i.e. development, as defined 
earlier. 
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Many Training and Employment Schemes belong in this type of self-help group which receive 
outside assistance. The participants make a voluntary decision to join but they themselves are 
the beneficiaries of the assistance in terms of training, work experience and potential employ. 
ment opportunity. In addition, apart from advancing themselves, they work for their Iccal 
communities or regional development of their country through various work programs. 

Helping others is an altogether different aspect of Development Services. 
It requires involvement outside one's own immediate interest and a devotion 
to the needs and interest of others. All Development Services, whether 
domestic or foreign have this "helping others", as a people-to-people rela
tionship, i.e. producing advancements, as an underlying principle. This is 
crucial because, as we have just seen, self-help in terms of development 
requires outside help. Again the "How" is the important parameter to make 
it work satisfactorily. To be sure, helping others is not without ego-centrism; 
it appears only in another form and at another level. Whereas self-help 
centers mostly on economical and social gain, helping others centers on 
spiritual gain and satisfaction. If done correctly, i.e. making it a learning and 
contributing experience, this can be a crucial period of personal growth and 
satisfaction. If done in the wrong way, helping others can become a charity, 
looking down on others, and a distribution of "giving power". In other 
words, helping others designed as an educational and learning process results 
in growth and personal gain for both the recipient and the helper, whereas 
giving as a charity from the "haves" to the "have nots" is destructive 
because it perpetuates a subservient relationship and maintains dependencies. 

COMMON DENOMINATORS OF DEVELOPMENT SERVICES 

Irrespective of different origins, category of service, speciality of design and underlying 
philosophy, all Development Services have many common denominators. In fact, the over. 
lapping areas include objectives, policy, operations, support, etc. Common denominators are 
crucial as a basis for any form of cooperation among Development Services. They include: 

• 	 Conceiving themselves as social change agents, in their own society and 
culture, for self-education of citizens and involvement in local communities; 

• 	 Emphasizing the participation of their own people-even the poor and 
uneducated-in projects of importance to local communities and national 
development; 

* 	 Treating each member-participant equally, irrespective of education, family 
or tribal background; 

• 	 Promoting employment after completion of service, and often providing 
incentives, especially for employment in rural areas; 

Providing an opportunity for contribution to a common goal even for the 
poorest who would have no economic, but probably motivational, means 
of participation on a voluntary basis, and who would otherwise have little 
or 	no chance to give and contribute to a community or a larger national 
effort. 
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Most important, all types of Development Services respond to two basic 
needs of every person, whether poor or rich, educated or uneducated, rural 
or urban, national or foreign: the need to learn and the need to contribute. 

This combination of learning and contributing in a service scheme embraces 
wiore than the opportunity for experiential learning-it is an actual mobiliza
tion uf people and an investment of human manpower in the social and 
economic development process. But such an investment becomes self
defeating if it does not lead to further learning opportunities and further 
empioyment 

Therefore, the linkages with other institutions wnich enable the service to 
function effectively are the significant and common characteristics of devel
opment services design and operations: 
- Linkages with resources: local communities which recruit the participants 

and governmental or private agencies which provide policies, funds and 
supervision. 

- Linkages with 'consumers"- the employment system (including self
employment) providing jobs for volunteers after completion of service 
and/or the education system providing opportunities for further training 
and education. 

NUMBER OF VOLUNTEERS 

Table 4 provides a review of the number of both domestic and foreign volunteers by region of 
origin. Figures are based on the World Statistical Directory of 1973 (as of January 1973) 
published annually by ISVS (now published by UNV). 
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TABLE 4. NUMBER OF VOLUNTEERS BY REGION OF ORIGIN 

Number of Development Volunteers
Region-

of Origin Domestic Foreign 

-__ __ 

Total 

1 2 3 4 

Africa 79,256 79,256 

America Central 
and South 45,597 78 45,675 

America North 36,082 9,966 46,048 

Asia 186,866 705 187,571 

Australia & 
Oceania 10 270 280 

Caribbean 2,586 - 2,586 

Europe 4,341 14,768 19,109 

International - 7 7 

Grand Total 354,738 25,794 380,532 

This concludes the classification of services by orgin, service category, and design specialty. 
not only be useful for 

It is a first step toward Models of Development Services which will 
to formally identify the present

policy planning and management decisions but necessary 

state of the art of Volunteer and Development Services as a viable and distinct entity in the lifi 

of a country. 
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QUESTIONiNG RATIONALE FOR ASSESSMENT 3 
Questioning the Why, What, Where, When and Who of the volunteer service activity in a structured way offers an important tool leaJing from analysis and assessment ot these facts to theidentification of program output and achievements. Comparing the latter with the causes, ororiginal problems, the extent of effectiveness can be concluded. Since Development Servicesare work programs of a special nature their analysis is based on a questioning approach whichcombines early work study with systems analysis2 1.7o 

WHY DEVELOPMENT SERVICES? 
This Critical Examination procedure is concerned with eliminating the unnecessary; identifying reasons, conditions and relationships for existence. Therefore, the first question deals withthe problems, the 
action, plus the 

reasons or causes. A cause is a condition, consisting of demands for remedialavailable resources present at the same time, permitting or producing a subsequent activity.
 
By asking the 
 first question, "Why have Development Services?", and then analyzing theConditions which induce action-action 
subsequent questions and 

being the creation of a Development Service-theanswers concerning needs, objectives, profile andachievements fall logically into their proper places. It becomes fairly clear that a set of condi
of program,

tions rather than a single cause determined the creation of Development Services. For example,zhe masses of idle and often unskilled people, the expanded communications flow (radio, TV),certain aspects of 

the inheritance of outmoded educational systems, the absence of employment opportunities,tribalism that prevent the development of a nationalconditions in developing countries that identity-these aredemand remedial action within the framework ofavailable resources. These conditions fall into three main categories: 

1. Structural 

2. Attitudinal 

3. Value causes.It must be borne in mind, however, that Volunteer and Development Services do not exist inisolation; they are 
causes 

part of larger efforts or systems which endeavour to respond to the samethat are demanding change. As was explaiied inServices the classification of Developmentin Chapter 2, they are linked to four major systems: education, employment, national 
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This fact, in itself, places Deve:opment Services in adevelopment and foreign assistance. 

unique position. By the very relationship to the larger-previous-system, a major reason for
 

their existence is to be a linkage between education, employment, development and foreign
 

assistance.
 

Identification and specification of the reasons why development services exist provide the basis
 

for all consequent steps: establishing needs, objectives and progrbm activities.
 

Needs derive from specified reasons. They are defined as: A qualitatively and quantitatively
 

structured profile of conditions, which require relief and determine the nature of response.
 

For example: the numbers of uneducated youth with no outlook for schooling, or reasonable
 
a specific demand for training, employment prepara.employment near their homes, represent 

tion and job assistance to which Training and Employment Schemes respond. 

WHAT OBJECTIVES/GOALS? 

In turn, objectives respond to needs by specifyirg the preferred outcome of activities of a 

development service, but without attaching a specific time-frame. In other words, the 

objectives of a service are defined as those aims which reqUire an undetermined length of time 
with resourcesfor achievement but nevertheless are considered possible the available 2 

In contrast, program goals characterize the preferred outcome of program activities, such as 

training or work programs, in terms of tarqets to be achieved in a given period of time, 

Program goals then identify, for example, specific targets for training to be achieved during 

the time available for training. Without going into the problems or targeting, particularly when 

not much is known about themeans-ends relationship 20 in Development Service activities, 

program targets are an important tool for management control of those services. This is 

especially true, since Development Services often have the image of-and sometimes tend to 

be-a kind of "free-wheeling" activity, satisfied just by being active. To avoid targeting means 

to be unable to measure results against goals. objectives, and reasons; one can comprehend 
effectiveness only in very general terms. 

For individual Development Services, the information on reasons, needs and objectives is 

recorded in paragraph 2 of each Compendium in Volume II. 



WHEN, WHERE, WHO, WHAT PROGRAM DESIGN? 

The answers to these questions describe the program activities of Development Services interms of inputs and tasks performed to produce an output. Foreign assistance, as described inChapter 9, is part of the inputs of Domestic Development Services and work tasks for ForeignVolunteer Services. In the terminology of targeting, the "inputs"the "means" and "work tasks" representby which the "ends" are to be achieved. For individual Development Services,this information iscontained in paragraphs 1 and 3-6 of each Compendium in Volume I1. 

WHAT ELSE CAN BE DONE? 
This question focuses on alternatives for action. It is a main"brainstorming" on how the problems can 

facet of creative thinking and
be solved. It invloves questioning whether thereasons can be eliminated or modified, by more effective means. This step is most oftenapplied for planning or management control purposes and requires detailed knowledge anddata of similar programs that are responding to the same problems. It is an important step inorder to keep an open mind and preclude early conclusions. 

NHAT ISACHIEVED? 

rhis is the question for program output both quantitatively and qualitatively-or in termsargeting "the ends". As in all ofprograms-and especially those of an educational/learninglature-the quantitative output
lifficult or impossible to measure. 

is easily identified, whereas the qualitative achievements areThere have been various attempts to quantify the qualitaive process of education but they are enormously complex without delivering comprehensivend "safe" results. This limited study cannot attempt a specific cost: benefit analysis-with.he uncertainty of useful results as many similar evaluations have demonstrated. 
Therefore, achievements are described in terms of quantitative output-where such figures areavailable-in indirect terms reflecting qualitative changes of attitudes, learning and increased
employment potential, mobilization and participation of citizens outside the service, etc. As a
"system linking larger systems" achievements of Development Services can also be expressed in
terms of linkage with other institutions and development processes. In this respect the institution building model for social change 31 was helpful for the assessment of some relationshipsand dependencies, especially the enabling and functional linkages with other institutions andpersons and the question of authority. All of these are indicators describing the social role ofDevelopment Services. 

For individual services, information on achievements is contained in paragraph 7 of eachCompendium in Volume II. 

The following Diagram 1displays the sequence of questioning steps. 
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DIAGRAM 1 SEQUENCE OF CRITICAL EXAMINATION PROCEDURE 

WHY? PROBLEM/ --- EXTENT OF PROBLEM SOLVING: 

CAUSES/REASONS ELIMINATION/MODIFICATION 
OF CAUSES 

NEEDS ---- MEETING NEEDS 

WHEN?LIGWHERE? 

WHO? 
WHAT?WHAT? 

PROGRAM ACTIVIt - INPUTS 

- TASKS 

Y: 

PROGRAM/GALOUTPTACHIEVEMENT S: 

[ HAT ELSE? - ALTERNATIVES A/3RA ACHIEEMENT 

WHAT? =JPROGRAM OUTPUT/ACHIEVEMENTS: 

A/1 
A/2 
A/3 
etc.I 

INDICATORS 
OF 

ACHIEVEMENTS 

PROBLEM SOLVING: ELIMINATING OR MODIFYING CAUSES 

for its creation, mustAny Development Service is a work program, and if tuned to the reasons 

aim at the elimination of the very causes which originally established it. If this cannot be 

of the reasons, because the elimination, or
achieved, the aim must be the amelioration 

amelioration, represents the contribution the service makes to solve the problems which were 

identified at the onset. To do otherwise would make the service aimless; it would represent 
to problem solving orientation. For exampie: If one

institutional self.perpetuation, in contrast 

of the causes for Training and Employment Schemes is the lack of adequate schooling available 

to youth, especially in rural areas, the goal is not only training youth to make them employ 

or modifying the causes for inadequate schooling by contributing todblu, but also eliminating 
changes in the education system. 

are partners in a process, their role cannot be perceived as 
Finally, since Development Services 
stationary. Societal changes within one country or changes in international relations betwee 

an interesting temodified causes. This is an area wherecountries can be the source of new 
Has the service become a bureaucracy,

of the Development Service as an institution occurs: 


unable to chanoe and respond to new reasons and needs-and thereby lost its potential a
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Questioning Rationale For Assessment 

change agent and as a partner in a development process? In the later part of the study whenfuture cooperation is considered, this question will be raised again.
Diagram 
 2 displays the assessment rational for Development Services. It also explains that a 
comparison of the program output with 

* costs indicates the efficiency of the service, and with 

0 objectives, needs and causes indicates its effectiveness. 

FACTS AND PARAMETERS 

The questioning approach is based on two preconditions: 

0 that the facts are properly recorded, and 
• that the parameters within which the development service operates areidentified.
 

As described in Chapter 1, METHODOLOGY 

in organizational inventories (for format see 

the facts of Development Services were recordedAppendix A-3).from pertinent In addition, facts were obtainedlegislation, publications
collection process, care 

and reports. It should be noted that in the datawas taken to separate facts from opinions. The latter are contained inInterview Questionnaires (format Appendix A-4). 

In other words, the facts contained in individual Compendiabasis for the following Chapters in Volume II will provide theof analyzing and assessing.from interviews will be quoted as additional evidence or as 
In some instances, the opinions


contradiction.
 
Finally, the parameters set by legislation, policies, funding, available human resources, environ
mental conditions, etc., are the constraints within which a Development Service operates.They are not easily changed. Change, nevertheless, may be imperative in order to improve performance and meet the needs for which the Service was established. 
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DIAGRAM 2 ASSESSMENT OF DEVELOPMENT SERVICES 
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PART II 

ORGANIZATION AND ROLE OF DEVELOPMENT SERVICES 



4 TRAINING AND EMPLOYMENT SCHEMES 

This Chapter deals 
Malaysia, 

with Training and Employment Schemes in BeninThailand, Costa Rica, Panama, (Dahomey), Kenya,and the United States. Detailedcontained in Volume II, Compendia Nos. 1-8, 19 and 20. 
descriptions are 

Also, examples of Training and Employment Schemes in Jamaica, Malawi, and Zambia are 
taken into account to underscore typical program indicators in this category. 

WHY TRAINING AND EMPLOYMENT SCHEMES?
 
As explained earlier in 
 Chapter 3 the answers to the question "Why"understanding of a development service's mandate and program 

the key to (a) theare 

achievements. 
 The reasons and (b) the assessment of its on 

for the creation of Training and Employment Schemes, describedthe following pages, will determine what kind of programs needed and what kind of
are

achievements are important. 

Independence of Nations 

The attainment of independence for many nations in Africa and Asia placed immediatedemands upon the leaders to involve their people in the development of their country. Many,
especially the young, had fought in the liberation movements and-after achieving the major
goal of independence-demanded new direction of purpose, fulfillment and identification.Also, during the fight for independence, cultural, religious, tribal and other differences were 
relegated to the background, 
became 

but after the nation was proclaimed, these differences again
a matter of concern. The task of coalescing a multi-tribal, multi-racial and often multi
lingual society into one nation lying ahead. Many DDSthe new 

was 
were created to help and developidentity, cohesion, purpose and direction following independence, and to bridge the

gap between tribes, subcultures, languages,
the time relationship between 
in order to build one
the proclamation nation. Table 5 illustratesof independence and the establishmentDevelopment Services. of 

Obviously, leaders of new nations sawto satisfy transitory reasons, 
the importance of establishing Youth Services, whetherYouth Service stated5 

or for long range planning. The Director of the Kenya National: ... The assimilation of militant youth who have been actively
egage_ in pre-independence struggles and who, once Independence was achieved, required re-
Orientation to fit them for normal working lives. Such a reason may be politically pressing_to 
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TABLE 5. INDEPENDENCE OF NATIONS AND DS 

Year ofFounding 	Year 
Independeniceof DDS 

Domestic 	Development Services 
19601966 

Dahomev 	(Clubs 4-D) 1950 1945/1949 
Indonesia 	(PTM & KAMI Study-Service 


Program) 1962
early 1960's 
Jamaica (National Youth Service) 	 19631964 
Kenya (National Youth Service) 	

1966 1963 
Malaysia (National Youth Pioneer Corps) 	 19641964 
Malawi (Young Pioneers) 	 1948 
Israel (Gadna Youth Corps) 	 1939 

1964 
Zambia (National Youth Service) 	 1964 

where it dominates all others at the start, but its nature is transitory, and it has no 
a degree young-an

And: "The creation of a national spirit among 
place in 	 long-range planning." unity, must seek to move from a 
important factor where a country has many tribes, and, fo 

tribal to a national outlook." 

Rhodesia, 	 plans for the establishment of the Zambia 
was then 	NorthernIn Zambia, which 

National Youth Service were completed before Independence in 1963. A Youth Development 

Prime Minister of Northern Rhodesia, Kenneth D. Kaunda, 
Council designated by the then 

to early implementation after Independence. The Information 
developed 	the plans which led 

leaflet that describes the Zambia National Youth Service cites three reasons for its creation: 

"It is for the Nation 

to build a new nation here. It cannot afford to waste 
The country needs its youth 

its manpower by allowing thousands of its people to be unemployed. 

It is for the Youth 

are not yet sufficient facilities for training all the youth of the country as 
There 
useful citizens. Fifty per cent of the population is under the age of 21, and unless 

their energy and enthusiasm into constructive work, 
the youth are able to turn 
they will become a destructive element in society. 

It is for Service 

can do for the nation is to serve it with 
The greatest thing any young person 

skilled hands, a trained mind, and a dedicated spirit." 

In Israel, The Gadna Youth Corps was originally founded as an adolescent voluntary serviceto 

defend the Jewish communities in Palestine before and during World War II. With the declara 

to a national learning and character-building service f0o 
tion of the State in 1948 it changed 

youth, but maintained its self-defense functions. Joseph W. Eaton described this p 
school 
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Training And Employment Schemes 

of 	Gadna Youth Corps of Israel" in "Institution Building, A Model 
cedure inhis article "Case 32 

Applied Social Change."
for 


new needis aIw ong tle stiuctural ca s
The independence of nations and the correlated 

responsible for the creation of these Training and Employment Schemes.
 

Population Growth, Lack of Education and Employm6nt 

Population growth and lack of oportunity for education and employment constitute a well 

known chain of structural causes. Reports of Social and Economic Council 153 and the 

international Labour Office 3 early predicted there would be increasing problems in 
providing sufficient learning opportunities and jobs for youth during the period 1970-1980: 

1. 	An increase in the total number of youth from 150 million to 575 million; 

2. 	Youth in developing nations will face the following specific educational 
problems: 

* about half of the world's school-age youth will not be able to attend 
schools or literacy programs, and will be unable to obtain adequate 
employment; 

* about half of those attending school will drop out at the age of 10 and 11; 

* youth with the privilege of attending school will receive a general educa
tion, theory-oriented toward the academic world, and quickly outmoded 
by rapid social and technological changes; this is in contrast to the need of 
practice-oriented education and training, directed toward employment and 
national development needs 

3. 	The labor force of young people will increase as follows: 

1970 1980 
youth under 20 years of age: 230 million 245 million 
youth 20-24 years of age: 211 million 264 million 

Total: 	 441 million 509 million 

These trends are confirmed by a recent "Sector Working Paper on Education" published by 

the World Bank 132 explaining in more detail the magnitude of the problem and the need for 
missive and concerted efforts to remedy this situation. 

Today, the majority of young people in the world are growing up in rural areas. If they find no 
learning opportunities and cannot be absorbed in farming or in the local job market, they 
migrate to urban centers, adding to the problems of unemployment. inadequate urban settle

ment, youth unrest, and, as a consequence, their capabilities and potential contributions are 

lost to their country's develop-nt. 

Table 6 explains the population structure and growth rate for the project countries. 
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TABLE 6. POPULATION IN DDS PROJECT COUNTRIES* 

Population Percentage
EstimatedCensus Total 

Rural Growth rate Under 20
Maie Female Ut ban 10Latest Number Total 1975 8 ! 9 Years %(g)7 %(f)6 %(e) %(e)(thousands) %5 %Date (thousands) 4Country 321 

10 

Africa (a) 2 b N.A.18 8250 502,106 2,821Dahomey 9/61 87 3.1 59 
Kenya 8/69 10,943 12,789 51 49 13 

2 !j 5249 26 74 
Nigeria 11/63 55,670 63,022 51 

Asia 
50 19 81 2 8 52Indonesia (b) 9/718/7056h 118,309(c) 141,338 50Malaysia (d) 

4 1 56(h)
656 781 52 48 18 82 

--S7'bah 56h)78 2.
977 1,203 51 49 22 

-Sarawak 54(h)
8,801 10,457 51 49 51 49 2 4 

-West 2 1 56(h)- 17 83-34,152 42,550Thailand 4/70 

Latin America 
2 N.A.2,182 51 49 39 61Costa Rica 4/63 1,336 54(h)50 50

5/70 1,428 1,737 51 49
Panama 55 

- - 54 4613,568 15,870Peru 6/72 

United Nations Statistical Year Book, i972 

a) Estimate for African population based on result of sample survey;
 

b) Excluding West Iran;
 
c) Provisional result;
 
d) Population excludes transients afloat;
 
e) 1975 estimates;
 
f) 1963-71;
 
g) United Nations Demographic Yearbook, 1972, 1973;
 
h) 1973. 



Table 6 confirms three facts concerning the population structure in project countries: 
1. More than half of the population are youth under 20 years of age; 

2. In African and Asian Countries 75°%or more are growing up in rural areas(with the exception of West Malaysia); 

3. In Latin America slightly more than half of the population is rural. 

Lack of Educational Opportunities 

Most governments in developing countries spend far more of their national budgets for education than do industrialized countries. As long as education continuesschooling as to stressthe best preparation for adult life, with its 
"formal"

larger investment for facilities andequipment and high recurrent costs, the capacity of the education system to "absorb" all those,n need of education will remain very limited.
 
In 1969/70 the project countries participating in this evaluation spent between 13.2%
of their national budget on - 18.9%
education 158illiteracy rate mostly for "formal" schooling. While in 1970 theremained a high 74% for Africa, 47% for Asia,the enrollment of school age 24% for Latin America' 58 ,youth in primary and secondarv education reached only afraction of the total aye group, especially in rural areas. Additionally, it was estimated a largeortion of those entering primary school will drop out by the age of 10. The world average ofoLt of school youth is slightly above 50%. The Economic Commission for Africa, West AfricaRegional Office, repcr-ts that only 32% of children entering primary school now complete thecycle, 68% drop out' . In the first secondary cycle,in the second secondary cycle only 24% 

70% of the students complete, whereas 
50% of their education funds on 

finish school. West African Countries spend aboutschool repeaters or drop-outs. This situation is not restrictedto West Africa but generally can be found in other regions as well. 
The problem is intensified for rural youth: UNESCO1960157 the drop-out 

reports in a Latin American Study ofrates between urban and rural children up to sixth grade as follows: 

Drop-out rates of children 
Urban Rural

" in Guatemala 50% 96 .5%(sixth grade)" in Columbia 72.7% 96.3%(fifth grade)• in Uruguay 26.4% 58.3%Philip M. Coombs, in a World Bank Study on non-formal education for rural areas 9that "today fewer than reportsone in every four young people reaching 14 years of age-sometimesfewer than one in ten-has achieved functional mastery of reading and writing. And many of
these, regrettably, may have lost this ability after a
it." Further, a German study' 5 
few years for lack of opportunity to use
points out that secondary illiteracy creates a graver problem
for retraining reading and writing because not only do the skills have to be taught again, but
students have to 
become convinced that these skills are useful. The authors caution aboutthe Optimistic and simplistic approach 
of changing existing cultural ties through introduction
of literacy without having new community relationships and employment situations developedinto which the newly literate can 

is especially relevant for Training 
integrate. This aspect of cautious development of literacyand Employment Schemes which want to prevent youthestrangement from the home environment in rural areas. 
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Table 7 portrays these structural problems oi project countries. 

IN PROJECT COUNTRIES*TABLE 7. EDUCATION 

First & Second 
Out of SchoolLevel SchoolIlliteracy of 

6-18 yeansEnrollmentAdults (a) 
age group(6-18 years)Year Percentage 5Country 3434521 

1970 M (b) 6 3.4
Africa: 


F 83.7
 

23% (40) (c) 77% 
1970 MFDahomey 43% (67) 57%30%(1968)1970 MFKenya 79%21% (34) 

(6-19 yrs) 

37.01970 MAsia: 
F 56.7 

44% (71) 56% 
1970 MFIndonesia (7-18 yrs) 

Malaysia 46%54%(85)1970 MF-Sarawak 39%61% (89)1970 MF-West 
56% (80) 44% 

1965 MFThailand (7-18 yrs) 

M 19.91970Latin America, 
F 27.3 

Costa Rica 1970 MF 78% (92) 22% 
(7-17 yrs) 

80% (91) 20% 
1970 MFPanama (7-18 yrs) 

15%85% (-)1970 MFPeru (6-16 yrs) 

* UNESCO Statistical Year Book 1972 

a) Adults 15 years and older;
 

b) M-male; F-female;
 
Ratio of primary school enrollment only listed in parenthesis.

c) 

to explain that, because their primary school enrollment is high, Latin 
The above figures seem if 

few Training and Employment Scheme type services. However, 
American countries have 

one takes into account the earlier described high drop-out rate of rural youth in Latin America 

one wonders why only a few Training and Employment Schemes for rural youth exist there 

and in the Caribbean countries to help those who cannot make it through the formal educa

tional system. 
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Training And Employment Schemes 

Th@ dta in Table 7 confirm that African and Asian countries need special training and 

VVIoyment programs for those not able to attend schools. Apart from the need to facilitate 

,*ing for out-of-school youth the question remains: 'What kind of C-ucation is given 
ew hAoare privileged to attend and complete-at least-primary school?" Classroom 
tching, theoretical curricula and drill were still the norm in educational institutions when 
Trciting and Employment Schemes were established. Through these services a new dimension 
of experiential learning, skill training and practical experience in employment roles has been 
Ld to educational opportunities. Again, the needs of providing useful education for more 
pople caused the creation of various Training and Employment Schemes. For example, when 
0 Rurai Youth Leadership Training in Thailand was established these problems were cited 
(lrmnaryquote from "Facts and Statistical Figures on Youth in Thailand", National Youth 
Office, 1973): 

* 	 "Limit to school education: About 63% of the population in Thailand are 
children or youths, of which 85% live in rural areas. Of the youths aged
11-24 years only 17% are enrolled in schools whereas 83% are out-of-school 

and have no chance to receive any formal education. 

" 	 Population growth: The population growth in Thailand remains 3.3 per
cent per year preventing school education for the majority of youth in 
the foreseeable future, and creeting high pressures on the labor market from 
unskilled youth. 

Food production: The cultivated land available per person for food produc
tion in 1973 was approximately 2 rai per person; if the population growth 
continues and no new land is cultivated, the farm land will only be 1 rai 
per person in 1980. 

Finally, because the majority of Thai populatif,; are children and youth, 
in 1970 about 100 working-age persons had to support 89 children and 
youth." 

Underemployment and Unemployment 

The underemployment and unemployment of unskilled youth, especially in rural areas, is 
related to population growth and lack of primary or continuting secondary education. In 
Kenya, for instance, in 1970, only 2.19% of the primary school leavers, aged 15-19 years, had 
OPPortunity to continue in form 1 secondary education 140 . Thus, of those few who completed 

rrrary school, even less have opportu,',ity to continue their education and prepare for jobs. 
At the same time primary school leavers have no employable skills and there are virtually no 

lPPOrtunities to find jobs either in the "formal" or "informal" sector. The "informal" sector 
cornprises all forms of self-employment, normally requiring only trade or commercial licensing
for oerations. This "informal" sector of trades and services has the broadest capacity, next 
to land settlement and public works construction, to expand and create new jobs, and there
by absorb less educated youth in useful employment. In most of the developing countries the 
existing agricultural sector is not well prepared to absorb the young school leavers (or those 
Without any schooling) into farming. According to an ILO Report1 40 , Kenya, for instance, 
Would need: 
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(a) intensification of land use for crop and livestock production, 

(b) redistribution of land towards labor - intensive smaller farm units, 

(c) 	 settlement of unused or underutilized land, to create more jobs in agri
to anyculture before work opportunities in agriculture could be created 

significant degree. 

,1,11lolmoImtIn addition to lack of job opportunities due to inadequate t'1cdtiodl Mnd 


structure, often conditions at home intensify rural unemployment or migration of the young.
 

refer to this situation rather bluntly: (Information FolderThe Clubs 4-D in Benin (Dahomey) 
Clubs 4-0) 

"The young leave the fields, and more '-recisely farming, for adventure: The 
large cities ofyoung literate and semi-literate deliberately hang on to the 

their country, even if they cannot obtain work. 

The young illiterate want to escape their parents' discipline. They cannot 

change any of the traditional family exploitation because they have neither 

the authority nor the necessary knowledge to do so. These young prefer going 

to foreign countries to practice agriculture as "seasonal" farmers. In this way 

they can use their earnings as they wish, and consequently remain mobile. 

a large proportion ofIn villages, the extension agent faces, most of the time, 
and often very attached to their traditionalelderly people physically weak 

methods of farming. 

Under these conditions one cannot expect a rapid development of our agricul

ture and of the indispensable transformation of our rural areas because these 

areas specifically lack youth-not only physically able, but also eager for 

progress. 

We must, therefore, be able to hold youth in the villages by teaching them 	their 

profession correctly. 

We must, as much as possible, avoid that tomorrow's adults merely improvise 

as farmers. Farming is a profession that is taught and learned like any other 
profession. 

The rural young should have confidence in themselves as much as any other 

youngster graduating from a school or technical training center. " 

In some countries, the problems of youth's lack of opportunity for education and employ

ment became so pressing that youth unrest resulted. This violent expression of youth dissatis

faction provided the final reason for governments "to tip the scale" and move ahead with the 

implementation of new Training and Employment Schemes or changes in those existing. The 

motive was to prevent further violence, direct the energies of youth to development work and 

-at the same time-provide young people with skill training. This occurred in Malaysia which 

up the National Youth Development Corps, and in Thailand, which created the National 

Youth Office to strengthen and expand Rural Youth Leadership Training and various student 
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i ,-1,mItnu r'mployment Schemes 

~4vicu. rI Zambia, where youth unrest and disciplinary probiems required the introduction of
2iCjjtly type discipline and structure, the National Youth Service changed from training andct llng unemployed rural youth

&fdnw, as small farmers to a National Service for civil order andlocated in the President's Office. In a new turn, the Zambia National Service has now,.b=n called to help solve the problem of unemployed urban youth, most of whom earlier hadmigrated from rural areas to the cities. 42,000 unemployed urban youth will be given trainingwork in rural areas, linked to agricultural settlement and farming. The ruling party, UNIP,4111j'join in the effort and-train and settle 64,000 urban youth in rural areas"louth Programme", in Africa, An (according to:International Business, Economic and Political Journal,lJo& 45, May 1975). 

It is commonly accepted that "non-formal" 
- ntial to and "formal" educationhelp meet the and employmentmost pressing needs that arise are 

memployment of youth. The Word 
from the underemployment andBank (IBRD),:und of $350-400 million for the years 

for example, established an Educational1974-1978 to provide "fundamental, flexible andow-cost education for those whom the formal system cannot reach or has already passed by."n addition, IBRD has initiated a five year plan (1975-1979) for rural development in poorerDuntries and for assistance to small farmers, the world's "marginal men": $3 billion are avail5le for new style projects to directly benefit the small farmer such as credits, seeds, fertilizer,.alth services, basic education. 
It is only in a concerted effort 
rpucific role 

in which Training and Employment Schemes have their- that these structural problems can be eliminated or reduced to such an extentthat the advancement of people in these countries can be ensured. 

Change of Attitudes 

Another element that influenced the establishment of Training and Employment Schemes hasits basis in the attitudes of national groups
of understanding and participation 
toward each other. Tribalism, isolationism, lack
in community efforts, lackb-cultures within their own of appreciation of othercountry are often cited as reasons for the creation ofdevelopment services. These attitudes are rooted in traditions, cultural or class structure, status
Symbols, societal or political systems wielding power and influence on people's opinions.
 

.!Attitudinal causes in the context of this study refer to those mental dispositions or opinionshich prevent the mobilization of people and their participation as,their community and citizens in the affairs oftheir country as a whole. They encourage divisiveness and foment:,rejudice. 

?'Training and Employment Schemes were established as part of the effort to change theseOttitudes-a recognized necessity if a unified nation were to be built. 
For example, The National Youth Pioneer Corpsestablishment the creation of one 

in Malaysia cites as one reason for itsnational culture bridging the cultural, language and skillgaps existing among the major population groups, the Malay, Chinese and Indians. Whereas,the Chinese and Indians are more industrious and participate to a larger extent in the country'slevelopment, the mostly rural Malay lack employable skills and the drive to obtain such skills.n principle, the National Youth Pioneer Corps1roups-and special attempts 
is open to young people from all culturalare made to keep it a multi-cultural ,vho need the service most, are the rural Malay. 

:... 
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to change the attitudes of youth
Rica National Youth Movement was createdThe Costa 

regarding active participation in local community development and to instill patriotism. The 

earlier quoted examples from the Kenya National Youth Service, the Zambia National Youth 

Service, and the Clubs 4-D in Benin refer to similar needs for change of attitudes. 

New Values 

and 	attitudes meaningful only if new values are 
Change of traditions, social relations, are 

accepted as guiding principles for the newly deve!oping societies. 

Development Services, and in this case Training and Employment Schemes, are also established 

as an expression of a moral cause, belief, doctrine or philosophy. Examples include: 

(Let us all pull together)* 	 In Kenya, President Kenyatta's call "Harambee" 
Kenya

became the slogan for all nation-building efforts, including the 

National Youth Service. 

In Malaysia, the Rukunegara (the Nation's Pledge) is the underlying doctrine
* 


for the establishment of the various service programs.
 

Nyrere's "Ujamaa" (Familyhood) is the symbol for
* 	 In Tanzania, President a 

his policy of self-reliance89 , as the larger family of one nation, forming 

new African Socialism. The National Service is created as one way to involve 

people from all walks of life and all areas in this cause. 

Humanism provided guiding
" 	 In Zambia, President Kaunda's new African 


values for establishing the Zambia National Youth Service.
 

Other examples include: Israel's Gadna Youth Corps' "getting to know and
" 

love your country"-the value of building the nation as a safe place. 

" In People's Republic of China, the movement "Up to the Mountainsthe 
Country Side" in 1964 involved more than 3 million

and Down to the 
unemployed teenagers from cities in productive farm work as one way of 

"laborers with socialistic consciousness and culture" and furtherpreparing 

self-reliance and resoluteness5 7 .
 

As 	could be expected, the value causes of these government-sponsored Training and Employ. 
nation. The 

ment Schemes express political philosophies that guide the building of the 
in contrast to the personal values an individualnational values,demands for action concern 

volunteer may have as reasons for joining the service. National or community values can induce 

join a service and become involved in a cause beyond the mere 
individual volunteers to 

of 	training, employment or technical assistance. At the same time, value 
material benefits 

and 	mislead them for partisan purpose. 
causes can easily be misused to "mobilize the masses" 


Mankind's history isfull of examples on both sides of this coin.
 

Individual reasons volunteers offer as to "why they joined a service"do not necessarily coincidt
 

with the reasons why the organization was established, especially not in their priority or,
 

in this studv reveal the following individual reasons:
intensity. Responses to intantiAw' 
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1. Hope for training and iater employment; 

2. Help the country; 

3. Leave home and meet other people. 

,,Sady by Philip Mbithi of Kenya7 6 confirms these individual priorities, with a surprising~on the part of his young respondents: "to amuse myself." 

, ccounter between national and personal values within a service provides the learning.- ,,,ment for the individual volunteer to experience social obligation and the satisfactionlcmtribution. Of course, if the service environment is such that volunteer and organizationj:i, then negative responses occur, and frustration and alienation result. 

C0tCLUSIONS: WHY? 
1. As indicated at the outset, there is always a set of different reasons-and not one causealone-why Training and Employment Schemes are established. 
. A comparison of Training and Employment Schemes from the various regions indicatesthat the causes for establishment are similar; not the "Why"emphasis placed as such differs but theon one or the other reason depending upon the specific history of thecountry, its political and societal structure. 

3. The structural, attitudinal and value causes are interrelated and cannot be isolated fromone other. This means that the objectives, programs and achievements of the Trainingand Employment Schemes must respond simultaneously to all tile reasons identified. 

:EDS 

3 identification of needs is a response to the question "Why". Needs are demands for actioni fied in qualitative and quantitative terms. For the Training and Employment Schemes, aMile of needs would identify the number of volunteers requiring training, the quality ofifning, the jobs to be identified or the support necessary to create employment. No one of,' services evaluated specified those needs. Reference is made only to the general needs, that
I "formal" system of education (schools) and employment (labor market),.Ppears that the lack of opportunities for youth is accepted as part of overall needs and that
iehow the many different "non-formal" programs 


can not fulfill. 
will share the burden and reach those.o need help. 

ining and Employn :ent Schemes are part of this "non-formal" effort, and try to respondSome of the needs ;nsofar as their resources and mandates permit. At this point it is not,.Own whether this lack of need specification is accidental,)Xible to changing needs, and or deliberate, in order to remainavoid committing the organizationncies to achieve certain scores. vis-a-vis the supervising 
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WHAT ARE THE OBJECTIVES? 

The objectives of Training and Employment Schemes should be established in response to the 

causes and needs. They should specify the preferred outcome of the actions to be taken to help 

means the elimination of the causes that produce 
solve the problems. Problem solving here 	 not address the

In other words, objectives which do 
needs or-at least-a lessening of them. 

of the service are not responsive to needs and are inconsistent 
for the establishmentreasons 

with the preferred outcome. Unclear objectives will lead to inconsistent policies and ineffective 

programs.
 

The objectives of the various Training and Employment Schemes under evaluation are almost
 

identical in their main aspects:
 

1. 	Training young citizens in employable technical and vocational skills, includ

irg work discipline 

2. 	 Upgrading literacy 

Employment in work projects, either of national importance (Kenya Nation
3. 

Youth Service), or of importance to the local community (except for 
al 
Malaysia National Development Corps which does not have a separate work 

program) 

Citizenship training, Nation-Building.4. 

Apart from the main objectives, listed above, some minor objectives were specified by someof 

the services evaluated: 

Nourish a favorable attitude toward agricultural and rural life (Benin, Malay
1. 


sia, Thailand)
 

Village Polytechnics Kenya,
work values and discipline (Benin,

2. 	 Learning 

Malaysia NYPC)
 

Provide discipline training: para-military training, (Malaysia Youth Develop
3. 

ment Corps); training *ngroup discipline, (Malaysian National Youth Pioneer 

Corps and the Kenya N,,tional Youth Service) 

Rural youth leadership training, (Costa Rica Youth Movement, the Malaysia 
4. 

Farm Youth Project and the Thai Rural Youth Leadership Training.). 

further consideration because it is probaW 
The objective of Nation-Building deserves some 

aim of Training and Employment Schefl 
or misinterpretedthe 	 most misunderstood 

or a country with citizens of different racial bd 
a tribal society (Benin, Kenya)Changing 

grounds (Malaysia, Thailand, Costa Rica) into one nation has a high priority in most of the 
the 	 culturovercomeit possible-and mandatory-to

services. Only independence made 

language, skill and economic differences between the various population groups. Industrialig 
the 	ksitt

how much these differences hamper 
nations do not sufficiently appreciate 

mistaken as nationalistic or isolatid 
new 	nations are 

together of nation. Too often 	
relations and cooperation, whO,one 	

to internatio.nalnot 	addressedbecause their policies are 

reality they regard as their first priority the narrowing of the differences within. To disdain 
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sfor Nation.Building would be disregarding the fact that many nations in Europe, or China 

for that matter, developed their own identities over very long periods of time. Most Develop 
hV countries are challenged by circumstances to accomplish within decades what took other 
ountries centuries. The few industrialized nations which are "new", and in a somewhat 

comparable position as developing countries, are still actively engaged in nation-building 
effrts: Australia, Canada, Israel, New Zealand and the USA. One may add that the People's 
Rfpublic of China, which in many respects is an attractive example for self-development and 
rlf-reliance, does not offer any parallel to the young nation-states in this respect. In contrast, 
thzir survival as a people through dramatic change-as indeed the the change itself-was made 
psible because of their history and survival of some 4000 years past 33 . In this respect, 
one wonders whether social change requires an awareness of the continuum as a people in 
history, on which they can rely and retain their own identities, despite all changes. If this is 
correct, a serious Nation-Building effort deserves all possib!e respect and support, expecially if 
one islooking to the future and the increasing interdependence between nations and people. 

The objectives of the Training and Employment Schemes listed above respond in very general 
terms to causes and needs cited in the previous Sub-Chapter. Only a few organizations specify 
targets and preferred outcomes within the limitations set for them such as: limitations of 
financial resources and facilities, legal authority, etc. Examples include: 

* Benin (Dahomey): The Clubs 4-D aim at a total of 2,000 Ciubs, i.e. one per
village, and the settlement of 1,025 volunteers by 1978 in farming or rural 
trades. It is important to note that the Clubs 4-D is the only service evalu
ated which targeted this important next step into employment after comple
tion of service. In a similar approach the Malawi Young Pion.ers specified
objectives for land settlement and self-employment in trades for their 
volunteers, following completion of service. 

Kenya: The National Youth Service Act provides for up to 7,000 volunteers 
in service per year, depending upon annual fund appropriations. Equal 
quotas of volunteer vacancies are allocated each year to all Provinces to en
sure equal recruitment through District Committees, and a national composi
tion of participants. 

The Village Polytechnics aim at 250 State approved V.P.s by 1978, distribu
ted over all Provinces. 

9 	 Malaysia: The National Youth Pioneer Corps has facilities and funds for a 
national target of 500 volunteers per year. 

The National Youth Leadership Training Center has provision for training 
350 youth leaders annually. 

0 	 Thailand: The Rural Youth Leadership Training's target by 1974 was to have 
200 volunteers each in the 4 regional training camps - a total of 800 volun
teers - and consequently 800 volunteers in work programs in their home 
villages (this service rotates volunteers between training and work periods). 

Other Training and Employment Schemes have not indicated specific targets. 
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The modification of objectives is an important indication of the flexibility of en organization 

. An example is the Kenya National Youth Service whose 
to respond to changing needs31
 

objectives were defined in the NYS Act (Article 16) as:
 

* "training the young citizens to serve the nation, and 

employment of its members in tasks of national importance and otherwise 
* 


in the service of the nation."
 

a state of war, insurrection, hostilities or public emergency,
And: "during 

with the armed forces in the defense 
the President may order NYS to serve 


of the nation whether within or outside Kenya."
 

still viable but they have been supplemented 
years these objectives are

After more than ten 
and modified through policies and practical operations. According to the Director of KNYS, 

or Police in 
no need to put the pool of trained manpower into action with the Army 

there was 
cases of national emergency, and the avaiiability of the service in cases of emergency did not 

affect the day-to-day operations as aTraining and Employment Scheme. 

the training of young citizens and the employ-
Over the years, the main objectives of KNYS, 


ment in tasks of national importance, were modified and changed direction:
 

* Training became more diversified, especially for vocational skil;s employ

able 	in agriculture, small scale industry and self-employment. This isa modi

training for a disciplined labor force to 
onfication of the initial emphasis 

serve the nation in large scale projects of public works, in contrast to training 

for individual employment. 

Employment of the members in work programs also became more diversified 
" 

while the large scale construction and land clearing projects continued. New 

work assignments in farming and various vocational, technical workshops, 

emphasized the new objective and helped to prepare members for regular 

employment and self-reliance. 

the years changed from a disciplined-force
Kenya National Youth Service over

Thus, the 	 more directly to the needs of 
oriented service to a development-oriented service, responding 


Kenya youth for training and employment.
 

Another example is the Malaysia National Youth Pioneer Corps which modified its onjectives 

the basis of suggestions of United 	Nations Interagency Mission. This interesting example 
on 

of assistance provided by asmall team of foreign experts, isdescribed in Chapter 11.
 

Conclusions 

1. The objectives of Training and Employment Schemes address in general terms the causm 

created. A few services have set some quantitative targets 
and needs for which they were 

within their financial means. At this point it is not clear whether the lack of specifications 
or accidentalkeep flexibility of operations,is intentional to

of preferred outcomes 
because of lack of planning. The specification of objectives is important for the assess" 
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rnt of achievements and the identification of the effectiveness of the service as Diagram 
No. 2 explained earlier. 

2. The objectives of Training and Employment Schemes are very similar in four major areas: 

(I) technical and vocational skill training; (2) literacy; (3) employment of volunteers in 

w~rk projects of either national or local community importance; (4) citizenship training 

end Nation-Building. 

3. Some organizations have modified their objectives over the years. These are indications of 

a healthy and flexible institution if the new direction of objectives is a responseto 

changing needs. 



PROGRAM ACTIVITIES 

The review of Program Activities of the Training and Employment Schemes follows the asse3 

ment outlined in Diagram 2. It isnot the intention to repeat here the description of individu 
services as contained in the Compendia but, rather, to point out their similarities and specif 

program features and experience. 

Program activities are reviewed in two main sections, the Inputs, and the actual operation 
the Tasks. While some readers may be eager to learn about volunteer training and work Pn 

grams (the tasks), it is logical to first analyse the program inputs, for the reas.n that this la% 

section describes the available volunteer and staff resources, the legal and inancial constrairt 

and 	thus describes the input framework which makes the tater program tasks possible. 

Before entering ;nto detailed analysis of specific program features it seems appropriate to kel 
in mind the overall institutional performance. Milton J. Esman identifies the following fact% 

in his Institution Building Theory" 1 : 

1. 	 Whether the organization survived its implementation phase and continued 

operations 

Whether the service gained autonomy to develop its programs; i.e. had access2. 
and 	 influenced its environment (achievement ofto the necessary resources 


intrinsic values)
 

3. Whether the development service spread the effect of activities that became 

normative for other institutions with which it interacts (elimination or 

modification of causes) 

4. Whether the institution can maintain its innovative thrust as an original 
emotionalvehicle for change and/or can continue to provide symbolic or 

sources for continuing innovations in response to changing needs. 

Esman distinguishes three stages for the process of institutiondlization of educational instli 

tions: launching, growth, consolidation and maturity. He opines that at least eight yearsl' 

necessary to consolidate an institution. This is confirmed by many practical experien" 

including those of the author, that the development of educational or training institutis 

reouires about eiqht years "to come into its own". 
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PgnflRAM INPUTS 

This Sub-Chapter analyses the following enabling inputs into Training and EmploymentSchemes: 

1. 	Legislation and related questions of authority, supervision and leadership 

2. 	Volunteers, their age range and background 

3. 	Women's participation 

4. 	Staff 

5. 	Organization and Management, including questions of size, decentralization 
of management function and linkages to other institutions 

6. Costs and Funds. 

The following Table 8 provides a 	review of some major Program Inputs of Training andEmployment Schemes. 



Organizations 
1 

BENIN: 
- Clubs 4-D 

KENYA: 
- National 

Youth Service 

- Village 

Polytechnic 


MALAYSIA: 
- National youth 

Pioneer Corps 

- National Youth 
Development 
Corps 

- Farm Youth 
Project 

PROGRAM INPUTS nF TRAINING AND EMPLOYMENT SCHEMES 
TABLE 8. 

Volunteers 

Age Range, EducationalNumber Total sinceEstablishment/ years Background1973 establishedLegislation 
5 6 

2 3 4 

90% no schooling(1974)1966 by (b)(b)
Executive 

3,337 3,337 8- 18
Action 

No requirement;
1964 by National most have 7 years3,500 20,000 16 - 30
Youth Service 

primary
Act 

drop-outs;
1968 by National (e) 

16 - 20 some completed
Christian 3,836 1,200 

primary
Council(d) 

1966 by Execu

500 3,199 16 - 25 not more than 6 
tive Action years primary 

no schooling;
1969 by National 

2,106 13,218 16 - 25 drop-outs;
Operation unemployed
Council(h) 

many no formal
1971 by 

687 n.a. schooling;2,530Executive I drop-outs
Action 

Costs per 

volunteer man
year 1973 (a) 

7 

n.a. 

Budget) 

US$ c 
302.-

US$ (f) 
20.--25.

(estimate) 

US$ (g) 

1,220.-

US$ (i) 
29.60 



THAI LAND: 
- Rural Youth 

Leadership 
Training 

1971 by 
Prime Minister's 
Executive Action 

358 
First 
graduation 
1975 

16 - 25 
(majority 

18 - 22) 

Minimum 4 years 
primary education; 
secondary illiteracy 

na. 
(National 
Budget) 

COSTA RICA: 
- National Youth 

Movement 

(k) 

1966 by 
Public Law 

A (i) 
1,000 

B (j) 
6,000 

n.a. 

n.a. 

13 - 15 

13 - 15 

A. no schooling; 
drop-outs; 

B. secondary 
students 

US$ 
105.

(k) 

PANAMA: 
- National 

Volunteer 
Service 

(i) 
1967 by Presi-
dential Decre(I) ?(n) n.a. 16  27 

Drop-outs; 
primary, few sec-
ondary education 

1969: 
US$ (n) 

606.-
USA: ACTION (o) 
- "outh Challenge 

Projects (p) 

1971 by Execu-
tive Order; 
1973 Domestic 

Planning 
Stage 

Experimental 
Program 

14 - 21 
Pupils; 

some 
drop-outs 

1974; (q) 
19 planning 
grants(q) 

- Program for 
Local Services 

(r) 

Volunteer Service 
Act 1,066 Experimental 

Program and 
over 

drop-outs 
from 
unemployment 

1974: 
US$ (s) 

4,198 



Explanations of Program Inputs: 

(a) 	 One volunteer man-year = one adult volunteer serving full-time for 11 months. 

(b) 	 Except for drop-outs no volunteers have left service because lack of funds prevented 

settlement on small farms or self-employment in trades following the service; settle

ment of 1,025 volunteers is planned for 1975-78. 

(c) 	 Including administrative overhead, training facilities, heavy equipment for work 

programs; the earnings through work programs carried out for other governmental 
land clearing for farm settlements ( agriculture), heavy earthdepartments such as: 


work and road building for national parks, etc., are paid to the Treasury arid amount
 

to 6%of the total KNYS budget.
 

(d) 	 In 1969, thc Government of Kenya recognized the V.P.'s via a formal policy docu
launched a National Village Polytechnic Programme underment and in i071 


cooperative contract with the National Christian Council ef Kenya.
 

(e) 	 Goal for 1977/78: 22,500 volunteer-trainees in 250 governmental and 28 church

sponsored Vil:age Polytechnics nation-wide. 

(f) 	 Average governmental costs per volunteer per year U.S. $16.30 (Total Budget 

U.S. 	 $62,400.-); the following local contributions in cash and kind are expected: 

site, raise simple building in self-help, give materials, work voluntarilyland for V.P. 
leavers, 	give cash duringas instructors, buy items produced by V.P., employ V.P. 

Harambee day, pay fee as parents (guideline U.S. $28.- per volunteer-trainee per 
year). 

(g) 	 Average costs for NYPC, NYDC and Youth Leadership Training including adminis

trative overhead of the Department of Youth Training and the maintenance of the 

Training Centers at Dusun Tua and Peretak (see Compendia 4, 5 and 6). 

Council by the Ministry of(h) 	 Established by direction of the National Operation 
Youth, Culture and Sports after the youth unrest of 1969 which was stimulated by 

the problem of youth unemployment. There was a need to immediately reach more 

youth than the National Youth Pioneer Corps could absorb in their long-term 

program. 

(i) 	 Average cost per volunteer per year, without administrative overhead for the Farm

ing Youth Project in the Division of Youth and in the agricultural extension service 

provided to work programs; average costs per volunteer per year for locai farming 

project support (materials) only: U.S. $17.80. 

The National Youth Movement combines various categories of development services;(j) 
here only the Training and Employment Schemes are described: type A program for 

uneducated youth, type B for secondary students. 

(k) 	 1973 costs per volunteer man-year for programs only, no administrative overhead 

included and based upon an estimate of 900 volunteer man-years, consisting of: 
120 volunteer man-years for type A 
430 volunteer man-years for type B 
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(I) 	 The National Volunteer Service combines various categories of development services; 
here only the Training and Employment Schemes are described. Established in 1967,
the service was integrated into the newly created Direccioh General para el 
Desarrollo de la Comunidad (DIGEDECOM), dissolved in Summer 1972 and re
instituted in 1976. 

(i) 	 No breakdown between early school leavers and professional volunteers available. 
In 1972 both the Training and Employment Schemes and the Social and Technical 
Development Services (professional) involvwvi tlht, ollowiml voli nrcit ' 

80 volunteers: full-time 1 year 80 volunritt manl yars
200 volunteers: various, minimum of 2 months fulltime service (often

continued part-time) -app. 30 volunteer man-years. 

n) 	 Costs include volunteer support and administrative overhead of Volunteer Department; not included, overall services provided by DIGEr)ECOM such as: financialadministration, evaluation of field staff support; costs per volunteer man-year are
based on 285 volunteer man-years. 

(o) 	The United States is the only industrialized country supporting Training andEmployment Schemes at home. Apart from the Job Corps which is under thejurisdiction of the Department of Labor, and not evaluated here, ACTION hascreated the two services under the provision for experimental programs. Both are
community based and directed. 

(p) 	 The purpose is to provide young people with incomplete education, who dropped
out of school or have lost touch with formal education, a 12arning opportunity forcredit through the challenge of community service (training orientation). 

(q) 	 ACTION provides up to $4,000.- planning grants per project to local instituticns
"meeting human needs in a manner which 	will have recognized educational value."It is expected that the sarvice will be recognized by educational institutions (forcredit). Operational grants are available up to one half of the project budget or to
the upper limit of $20,000-whichever is smaller. 

(r) Provides "community service opportunities offering working experience enhancing 
career devemopment and manifesting their (the volunteers ) sense of civic responsi
bility" (employment orientation). Grants are provided to projects meeting State orlocal governmental needs, particularly those related to poverty. Projects should
include at least 50 volunteer assignments. 

(s) 	ACTION supports 9 0 /a of the total costs per volunteer man-year. 

1. Legislation/Supervision/Leadership 
The legislation creating a Training and Employment Scheme establishes the authority, the 
framework for leadership and supervision. Most services in this category derive their authorityfrom the executive branch of government via Presidential Decrees or other executive action.This is the case for the Clubs 4-D in Benin and the services in Malaysia, Thailand and Panama.For others the authority originates from the legislative branch of government; for example:The Kenya National Youth Service, Costa Rica National Youth Movement and ACTION in the 
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part of a governmental effort to fight 
USA. In other words, most nation-wide services are 

Kenya Village Poly
poverty and underdevelopment via social mobilization programs. The 

technics (V.P.), however, were created as non-governmental, church-sponsored programs but, in 

order to reach out to those in need, required a larger backing. Because the performance of the 

impressive, the government decided to integrate it into its social programs on 
initial V.P.'s was 
the basis of acontract with the National Christian 	Council of Kenya. 

The Supervision of Training and Employment Schemes derives authority from legislation. The 

following listing shows how the assignment of supervision ovr tho wtvic s Witoo. 

Supervised by:Organization: 

Ministry of Rural Development and Cooper-
BENIN Clubs 4-D ......................... 


ative Action, Department of Agriculture 

KENYA National Youth Service .............. 	 Ministry of Labor
 

Ministry of Cooperatives and Social Services,
KENYA Village Polytechnics ................ 


Commissioner for Social Services
 

of Youth 3nd Sports,
Both MALAYSIAN Youth Corps ............. 	 Ministry Culture, 


Directorate of Youth
 

MALAYSIAN Farm Youth Project ............ 	 Joint supervision between Ministry of Culture,
 
Youth and Sports, Directorate of Youth, 
and Ministry of Agriculture and Fisheries 

until 1972;
THAILAND: Rural Youth Leadership 	 Office of the Prime Minister 

since 1973, under the Youth Office when it 
Training................................. 


became a Department in its own ri',.t with 
extended authority 

COSTA RICA: National Youth Movement ....... - Executive Council 
- Ministry of Culture, Youth and Sports, 

Directorate of Youth 

PANAMA: National Volunteer 
- Governing Board (Patronato)Service.................................. 
 - Junta Directiva 
- Office of the President; undei rireccion 

General para el Desarrollo de la Comuni
which has ministerialdad (DIGEDECOM) 


level and is part of the Office of the
 
President.
 

U.S. CongressUSA: ACTION ........................... 


Clearly, the integration of Training and Employment Schemes into different branches Of 

government is related to the program emphasis of each service. Finally, the proximity to the 
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.0t, seat of government, the Prime Minister's Office, indicates the political importance 
ged to the service by the current administration. 

Som hat different is the personal authority bestowed upon those officials in charge of the 
t sip of a Development Service. They, foremost the Directors of the service, derive their 
wthority also from the legislation which created the service. But more importantly, their 
p anal charisma endows the formal authority with spirit and provides the direction and 
guidance necessary for each service to do its job effectively. Jerome Weisner, President of the 
Msachusetts Institute of Technology (M.I.T., USA) is quoted as saying' 18 : "It would 
N nice to have charisma, but you would like it to be based on an understanding of what the 
tql isgoing on." And Richard Morris, Historian from Columbia University, USA questions: 
-Do ve really need the charismatic, ind;vidualistic leadership.. today we could do with honest 
,=," This is not the place to discuss the different perceptions of leadership roles but the 
two quotes are helpful to describe the make-up of the personal authority to execute leader
ship in a Development Service: Knowledge-Charisma-Honesty. 
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rI..hiphdve w the l*oetiaIt 
As governmental programs, Training and Emplovno'tt Sch0mt 

inTable 9ajithnritv to civil servants as is seen 

TABLE 9. LEADERSHIP ASSIGNMENTS 

LeadershipOrganization: 

BENIN: Youth in the Ministry ofDirector of RuralClubs 4-D 
Rural Development and Cooperative Action 

KENYA 
KNYS Director at the service's Headquarttus. 

- National Youth Service 
- Local autonomy: supervised by Village 

-Village Polytechnics 
Management Committees and directed by 
Local Managers 

- National coordination and guidance by 
the Principal Youth Officer at the Depart
ment of Social Services, Ministry of 
Cooperation and Social Services 

MALAYSIA: 
Director of Youth at the Ministry of Youth,- National Youth Pioneer Corps 


- National Youth Development Corps Culture and Sports
 

- Farm Youth Project
 

THAILAND: 
Director General, National Youth Office

Rural Youth Leadership Training 

COSTA RICA: 
Youth, Ministry of - Director General of

National Youth Movement 
Culture, Youth and Sports 

- Executive Director of National Youth 
Movement and Head of Department in 
Youth Directorate 

PANAMA: General Directorate- Technical Director,National Volunteer Service 
for Community Development 
(DGEDECOM); 
Director, Volunteer Department, 
DIGEDECOM. 

-

USA: -
Director of ACTION at the Agency's Head

ACTION 
quarters. 
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Youth Service and ACTION, USA-which have
Mthe exception of the Kenya National 
6!q.time directos at the Headquarters of the services-the leadership authority is bestowed 

Under their supervision, hiredV the respective administrators of the youth offices. 

ejastiM actually execute leadership as head of the service departments or in person to 

paw contacts with volunteers at training sites or in work programs. This implies that leader
clip of Training and Employment Schemes is divided, and the necessary authority must be 
6,L--tcd to those staff members responsible for actually directing the activities. Here, of 
Murre, Jerome Weisner's "knowldege, what the hell is going on" becomes very important in 
trms of establiching a two-way information exchange between the leading administrator and 
the Iding program managers. Some may argue from other volunteer service experience, that 
both the designation of the administration of youth programs and the leadership authority for 
a dmevlopment service upon the same person, may create conflict and one or the other will 
ruffer. But this isnot necessarily the case as reports and interview responses reveal. It appears 
that successful leadership of Development Services ismore dependent on the knowledge, skills 
wd personality traits of the office holder, and on the linkages of communication and coopera
ton he or she is capable of establishing, than on the location of the director's office in a 
ministry or at service headquarters. 

Following arv some opinions from interviews (see Appendix A-4 for the detailed question
.aire) concerning the leadership role of directors of Training and Employment Schemes. 
They include replies from nationals working in or supervising these services, and foreigners 
knowledgeable of their operations. Even though a small sample (total 44 interviews, of which 
27 are national and 17 foreign responses), respondents come from all services evaluated in this 
category. 
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in answer to the question: "Ir 
and third priorities were assigned

The followhig first, second 
factors are most important for successful leadership of the director?' 

your judgment, which 
(see Appendix A-4, Card No. 6): 

RANKING OF FACTORS FOR LEADERSHIP SUCCESS 
TABLE 10. 

Factors for 
Leadership Success 

National Response 
Priorities: 

1. 2. 3. 

% % % 

Foreign Response 
Priorities: 

1. 2. 3. 

% % % 

o Administrative/managerial 4 18 7 41 18 6 

proficiency 

* Technical/professional 37 30 4 6 12 18 

proficiency 

" Understanding for people of 33 15 30 29 6 -

different background or 

culture 

" Flexibility to adjust policy and 7 18 - 18 29 -

programs to changing needs 

* Strong backing of supervising 

governmental agency or Board/ 
4 15 15 18 29 12 

Council 

" Participation of staff/volunteers 7 11 11 18 12 -

in decision-making, partnership 
style 

" Emphasis of leadership on 4 7 4 12 12 6 

objectives, philosophy of 
service (doctrine) 

" Emphasis of leadership on - 11 - - 6 12 

program' implementation 

" Level of position & salary within 4 7 7 - 12 

the service/Civil Service 

It is of interest to note that both naticnals and foreigners give highest priorities to th, 

administrative/managerial proficiency. Overall, nationals rank the importance of factors affect 
(2) technical/pro

in three major areas; (1) administrative/managerial,
ing leadership success 

for people of different background or culture 
and (3) understandingfessional proficiency 

Foreigners differentiate their opinions more widely, give higher importance to understandinl 
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technical/professional proficiency and equally emphasize: (1) strong backing 
for people over 	 programs, and (3) partnership style of 
by Ppervisory bodies, (2) flexibility of policies and 


g1dcrship.
 

so= islacking to give more review to the ratings, except for one question:
 

Does the higher importance assigned to technical/professional proficiency on the part of the 

overrating of these qualifications or has the director, in 
annational respondents stem from 

cannot be supported from the overall materials a more technical role? The latter 
can be reviewed on Card 

arolusted. The remaining eight factors which received lower ratings 

No. 6 in Appendix A-4. 

the major achievements of the director?" receivedThe 	question: "Inyour opinion, what are 

the following answers, ranked according to priority (sample: 24 nationals, 4 foreigners): 

1. 	Securing financing of service 

2. 	Reforming the organizational structure/administration 

3. 	 Improving various aspects of service program 

sectors of society relevant to youth development, govern4. 	Coordinating all 

mental departments, private sector, youth organizations
 

on of the general public and5. 	Achieving acceptance of the service the part 

other governmental agencies.
 

the earlier identified needs for the following qualifications to success-
This ranking confirms 
fully execute a leadership role: (1) administrative/managerial proficiency, (2) understanding of 

People from different backgrounds, and (3) emphasis on the doctrine of the service. 

Table 11 indicates problem areas of high concern to the leadership in directing Training and 

Employment Schemes. A total of 53 citations from 37 respondents were given to the question: 

for directing this Service successfully?""Whatdo you consider the major problem areas 

67 



PROBLEM AREAS OF CONCERN TO LEADERSHIPTABLE 11. 

Responses
(Sample 53)Problem Areas 

structure, administration, divisions•Organizational 	 18%
 
and procedures 


62% 
Functional Linkages* 


i.e.:
 
9% - lack of funding 

19% - lack of adequate staffing 
9% 

- lack of support by youth 
9%

lack of general public support 

- lack of acceptance of service on part of
 

governmental agencies and politicians 16%
 

-

Program improvement (especially training) 	 11%" 

Service, identity, autonomy, doctrine/philosophy 	 9% 
" 

100%Total 

concept of linkages with colleagues in the Institution 
'Milton Esman developed this useful 

should secure for a service the supply of inputs or 
Building Model 4'. Functional linkages 

the use of outputs. 

is believed that these responses indicate the major 
a small sample itEven though this is 

majority of services. Organization, administration and 
problem areas correctly for the the 

are the major bottlenecks. This is an important finding, for both 
functioning linkages 

consideration of achievements of the overall service and the role of foreign assistance. So far,
 

in volunteer service circles, the problems of organization and management, and the importance
 
on 	program improve

of linkages have beEn underestimated, and most of the attention focused 

volunteer work programs and training. A smaller portion of responses refers to a 
ments such as 	 its philosophy and 

to the identity of the Development Service,
leadership problem ielated 

responses). The comments refer to both: 
symbolism ("mysticism" it was called in some 

the lack of service doctrine or philosophy reducing it to an administration
" 

department, and 

and the danger of politicizing the
of 	"corps d'espirit"* 	 the overemphasis 


service.
 

Finally, related to other aspects of leadership is the cooperation between the director and the 

interviews. Out of 44 respondents, 24 provided
described insupervising agency which was 


answers to this question:
 

the cooperation between the director and the supervising govern
"How would you describe 


mental agency?"
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Responses 
(Sample 44) 

* Extremely satisfactory 7%
* Very satisfactory 9% 
* Satisfactory 29%
" Not very satisfactory 
* Not at all satisfactory 

7% 
2%

" No answer 46% 

Total: 100% 

There are several reasons for the high percentage of "no answers". To some extent it is the lacka' knowledge of the actual situation, but also a desire not to reveal too many details, and inone instance the supervising official was present when a staff member was interviewed. Nevertheless, the small sample reflects an approximate normal statistical distribution slightly edgedtowards positive cooperation. 

Reasons given in a follow-up question: 'Why not very or not at all satsifactory cooperation?"
include in their priority: 

1. Big supervising agency and the Development Service is a new program inthe office and not yet accepted 

2. The Ministry and the advising Youth Council do not always agree how the 
service should be directed 

3. No satisfactory understanding of the service on the part of politicians (and
therefore lack of financial support) 

4. The service existed before the supervising governmental agency was created;the service was later integrated as a department in the agency and problemsof jurisdiction and cooperation occur (related to identity and autonomy of
service). 

All of these responses indicate that leadership of a service still is the crucial input and that topflight management and communication skills are required, plus a modest form of charisma togive spiritual direction. 

2. Volunteers
 

Volunteers are both 
 the major input and-after completion of service-the main programoutput. The number of volunteers (Table 8 columns 3 and 4), in comparison with the vastPortion of uneducated and unemployed youth, is small, even for the larger services and thoseWhich have conducted programs for 10 years or more. 

Unfortunately, statistics in the same age ranges of youth in and out of service are not availablein project countries, thus making it impossible to identify the population coverage of theservice activities as a percentage of the total age group. However, if one compares the numberOf volunteers with the total number of youth out of school (Table 7) and with the continuing 
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rate (Table 6) one must admit that Training and Employment Schemespopulation growth 
produce only a limited solution to the problem of youth training and employment. There are 

been able to reach a larger portion of thevarious reasons why those services have not 

uneducated and unemployed youth: 

Most countries offer a large variety of "non-formal" education programs 
to solve similar problems, andparallel to the volunteer services, designed 

they all compete for governmental funding. A concerted planning effort 

would be required to determine what optimal combination of program 

efforts within one country would be able to reach all youth in need of train

ing and employment. 

* 	 "Non-formal" education programs have financial and status limitations; they 

cannot complete the unfinished business of the schools if the school system 

itself is unwilling to change and open alternative routes of education. 

Development Services only gradually grow into their full role potential and 

become accepted at home; the planned expansion of services in Benin, 
Kenya, Malaysia, Thailand and Costa Rica are indications that they are still 
in a growth and consolidation phase. 

There is little difference in the age range of volunteers (Table 8 column 5) in the Training and 

Employment Schemes of different countries. This was expected since the service categories are 

arranged on the basis of volunteers' educational backgrounds and consequent functions. 

Volunteer's Educational Background 

are a main resource in most services, withApplicants with no schooling (TMble 8 column 6), 
the exception of the Thailand Rural Youth Leadership Training which requires a minimum of 

4 years primary school for entry. At the same time, this service tries to limit participation to 

young people who do not intend to go on to higher education. The fe3r is that those who are 

interested in further education will leave the land and move to urban centers-a migration the 

Rural Youth Leadership tries to prevent. It is too early to tell whether the program will be 

able to stem the natural drive for more education. If this education is not provided in rural 

areas, those who long for further education will migrate to the cities. This-at least-is the 

experience of other countries. 

or primary students with noIn principle, the focus on illiterate youth, early school leavers, 

skills is in line with the basic mandate of Training and Employment Schemes. However, there 
towards recruitment of the moreare indications that some services in this category move 


educated, secondary school leavers and above. This trend seems to have been caused by:
 

" 	 The need for skilled young people to carry out the development projects. 

Even though the work in such projects is considered primarily a learning 
experience and secondarily a manpower investment, the needs and pressures 

.o complete certain projects tend to shift these priorities around, resulting in 
the recruitment of higher skilled volunteers in the first place. 

* 	 There are plenty of secondary-and higher-educated young people avail
able who are looking for jobs. For them, joining such a service provides 
some employment-at least for a while. 
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Finally, services report proudly when their programs attract the interest and 
attention of students or graduates of higher learning institutions-and they 
are seeking ways to accomodate them. It is somewhat similar to the two year
colleges expanding to four year programs to become accepted as full fledged 
academic institutions. It seems that again, the status symbols related to the 
higher level of education-in this case of the paricipating volunteer-is 
also a temptation for Training and Employment Schemes. 

.. result of this trend would, of course, be self-defeating-unless there are no uneducated 
v and drop-outs around requiring service opportunities for training and development 

o'*. Since this is not the case, and most Training and Employment Schemes have a lirmited 
t jdget and consequently volunteer places, the uneducated4 or early drop-out again competes
101 the higher educated applicant, this time for a service place. And he or she will be again
the loser and left by the wayside. Thus, the educational background of volunteers in Training 
r,. Eroloyment Schemes-and how it changes over the years-becomes an indicator of 

;"pt4er the program is still responsive to the very reason for which it was established, or 
.'bether the service has cut off this cause, its responsive tie, and has become a self-serving 
ntablishment". 

. Women's Participation 

,'any Training and Employment Schemes are slow in integrating women to a significant degree 
their;-to programs. Of those evaluated, the services in Benin, Kenya (Village Polytechnics),

Thailand, Costa Rica and the USA have coeducational programs by design. The Kenya 
National Youth Service established a small separate program for girls. It would appear that the 
rasons for the low key involvement of women in Training and Employment Schemes are 

lated to the population target group these services address: the rural, less educated "closely 
communities. There, traditionally, women's roles are not geared to public service but are 

eMily and farming oriented. They prefer participation in services within the confines of their 
In-nunity. 

71 



Following is a brief review of female participation in these services: 

TABLE 12. WOMEN'S PARTICIPATION IN TRAINING AND EMPLOYMENT SCHEMES 

Training and Employment 
Scheme 

BENIN: Clubs 4-D 

KENYA National Youth 

Service 


KENYA Village Polytechnic 

MALAYSIA:
 
- National Youth Pioneer 


Corps
 
- National Youth Develop-


ment Corps
 
- Farm Youth Project 


THAILAND Rural Youth 

Leadership Training 


COSTA RICA National Youth 
Movement 

PANAMA National Volunteer 
Service 

USA:ACTION 

Number of Women 
Volunteers 

1973 

Coeducational/ 
no number provided 

No number, 
small scale 
participation 

No number/ 
coeducational 

No girls 

No girls 

Some girls 

179 
(50%) 

Coeducational 
(43%) 

N.A. 

Coeducational 
No number 

Major Work Program
 
Areas
 

Child Care, 
Home economics, 
sewing, management 
of family budget 
(jointly with male 
volunteers) 

Separate program 
for girls: adminis
tration, secretarial 
services, home 
economics, fitting, 
turning elearical 
work. 

Domestic science, 
agriculture, trades 
(leather work). 

Domestic science 

Home-making 

Community Develop
ment, social work, 
home economics, 
health, crafts. 

Poverty-related
community 
services. 
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The participation oi women in Development Services in general depends largely on the role 
women play in a specific culture, their educational background and the specific nature of a 
vervice. For the latter, discipline training oriented or large scale public works services have no 
women in their regular programs. 

As will be explained later on, women's participation in other categories of DevelopmentServices differs from the low key involv.ement in Training and Employment Schemes. 

4. Staff 

iAoequae SiaTIrrg is one OT the major problem areas of Training and Employment Schemes.
Most services are still in the stage of developing an adequate staffing pattern in terms of

quantity, quality and 
career opportunity, all of which are interrelated. Currently staff comes 
rom other civil service positions, as teachers or agricultural advisors, from the military, anduniversities. Few have orevious experience with volunteer service, or received an education 

equipping them with skills and knowledge related to experimental learning, community
development or group dynamics. This is not surprising since this kind of training is notnormally offered at institutions of technical or higher learning. Exceptions to some extent are

he Costa Rican, Panamanian and U.S. programs 
which have more options for hiring staff 

'rained in these fields, and they also provide some staff prepar tion and training. 

'able 13 indicates the staffing pattern of Trainirig and Employment Schemes: 
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STAFF AT TRAINING AND EMPLOYMENT SCHEMESTABLE 13. 

Organization 

BENIN: 
Clubs 4-D 

KENYA: 
- National Youth 

Service 

- Village Polytechnics 

MALAYSIA: 
- National Youth 

Pioneer Corps 
- National Youth 

Development Corps 

- Form Youth Project 

THAILAND: 
Rural Youth Leadership 
Training 

COSTA RICA: 

National Youth 

Movement(f) 


PANAMA: 

National Volunteer 

Service(f) 

USA: 

ACTION(f) 


Staff 

Local Superviosrs Only 
(part-time) 

Officers and Staff-ranks(b) 

Managers and Instructors(c) 

Training Center 
Dusun Tua only(d) 

Full-time professional 
project Staff (e) 

Goal: 25 teachers per
 
training camp of 100 

volunteers; part-time
 
field staff
 

Staff at H.Q. and in 
the field; not counting 
some local staff in 
Regional Youth Centers 

Small full-time staff; 
majority part-time 
community 	development 
workers for 	field support 

ACTION paid staff for 
overall domestic operations 
without Iccal part-time 
staffing 

Staff 
Number Volunteer 

National (Foreign)(a) Ratio 

227 (3) 1: 15 

559 (73) 1: 6 

425 (98) 1:9 

148 (14) 1: 18 

33 (-) 1: 77 

n.a. (I) n.a. 

61 (4) 1 : 15 

173 (-) 1: 2 

923 (-) 1: 15 

Explanations for Table 13: 

staff-both 	experts and volunteers-is listed for compari
(a) 	 The number of foreign 

only. The role of foreign staff is discussed in detail in Chapter No. 9, Foreign
son 

Assistance. Foreign staff isexcluded from the Staff : Volunteer Ratio.
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Stffing of KNYS is patterned along military-type of command; staff ranks are held 

who receive some additional allowance above the average 
and wontenby servicemen 

Lance Corporals 

volunteer allowance. They include: Sergeants (84), Corporals (182),
(196). 

tlt)01 sIdIl 1M 
V.P.'s without involvement

in localand Instructors1c) 	 Managers 
Ministry supporting and supervising V.P.'s 

are conducted; without 
Dusun Tua where both programs 

idl Staff at Training Center 

staff at the Ministry managing the overall programs. 

The Farm Youth Proiect has only 33 full-time professional staff managing the local 

workers support and advise volunteer
 
.'! 

projects; in addition, agricultural extension 


orojects on a part time basis. 

one category of development service 
more than 

IfI 	 These are organizations combining 


in one institution; staff listed for overall organization.
 

staff • volunteer ratio is the best indication whether the quantity of staff is sufficient for 
of theT-	 also indicate the efficiency of management

It can
Int number of volunteers involved. 	 staff levels, professional break

were information on 
l,' o, 	 and the c,!ality of instruction, case and, because the data 

not always theThat 	was 
d and hiring guidelines available. 	 : volunteer ratio must be used 

11t comparable from organization to organization, the staff 
in Benin, the Farm Youth Project in Malaysia and 

r 
iOfth Ca.ution. It appears that the Clubs 4-D 	

for functions dealing directly 
are under-staffedin Dusun Tua 

ti bly the Training Center 

'6th e volunteer, his training and work. In contrast, the Kenya National Youth Service seems 

of field work. The very low staff
 

tO b somewhat over-staffed-but probably not in the area 


ratio of the Panamanian volunteer service is not significant in this respect, since the 
olteet or from the agricultural 

community development workers of DIGEDECOM, 
r1 majority are 
dr'"rtn ent, who devote only part of their time to volunteer support in the field. Also, most 

are 
or single assignments in communities that 

in small teams
0m"Onanian volunteers work 

"r al over awide geographical area, and require more part-time staff. 

which sought opinions about the staffing situation in Training and Employ-
T1 interviews 

otal sample of 44 respondents. 
reveal more detail. The replies are based on a 

"'"' Sclemes 
out the 

the quantity of staff sufficient to carry 
you consider'WouldT' this question:0',rrnm Of the service?" 

Responses from: 
ForeignersNationals 

(Sample 17)
(Sample 27) 

41%19%Yes 
18%63% 

No 
12%15%

With Modifications 29%3% n.a. 
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or 	"with modifications" response rank in 
Reasons given in a follow-up question to the "no" 

their priority as: 

Lack of field staff (by far the majority of responses);1. 

More local staff from communities needed, top heavy staffing in ministry;
2. 

funding to hire fullitime and permanent staff;
3. 	 Lack of career provisions and 

staff available for program needs (no specification is given
4. 	 Not enough 

to financial limitations or lack of qualified
whether insufficient staff is due 

applicalnts). 

of staff differ largely between 
concerning the 	 actual number/sufficiencyThe opinions 

given by both the 	nationals and the foreigners
nationals and foreigners. However, the reasons 

much
reveal that the problem for some services seems not so a question of absolute numbers 

but rather a distribution of staff between field and main office administration. 

To the question 'Would you consider che quality of the executive staff of this service adequate 

for the jobs to be accomplished?" 

Responses from:
 
Nationals Foreigners
 

(Sample 27) (Sample 17)
 

41% 	 29%Yes 
15% 	 12%No 
44% 	 41%With Modifications 

18%n.a. 

and "with modifications" responses:
The follow-up question clarified the reasons for the "no" 


far the most

1. 	Lack of technical and pedagogical/professional skills (by 


replies)
 

2. 	 Lack of overall staff development 

3. 	Lack of career provisions, adequate staff selection and hiring practices 

(temporary hire, level of salaries, on loan from other ministries, etc.) 

4. 	 Constant change of programs rendering staff unprepared and inadequate 

(discontinuity). 

areas need specialyour opinion, which programAnd in a further follow-up question: "In 

improvement of staff?" both nationals and foreigners gave the following priorities:
 

1. 	Technical and vocational skills 

2. 	 Planning, management and supervisory (work programs) skills 

3. 	Pedagogy and teaching methodology, group dynamics and youth work 
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4. Social skills for mobilizing people, community organization and counseling 

5. All areas of volunteer service operations 

6. Leadership skills 

7. Motivation and attitudes towards volunteer service on the part of staff. 

yhe opinions concerning the quality of staff do not differ much between nationals and 
breigners, but the high percentage of foreigners (18%) who gave "no answer" refrained 

cauMe they were not familiar with details of staff performance. Only a small portion
)bviously did not reply out of politeness. In all, it seems reasonable to accept the rating in the 
no" and "with modifications" ranks as realistic. The reasons given for the lack of qualifica
ions and the areas needing improvement are self explanatory. They are confirmed from 
bservation of other services not included in these interviews, and the many staff training
rninars the International Secretariat for Volunteer Service conducted in all regions (see 
opendix B-2). 

ie following measures were suggested by respondents to improve the quality of staff: 

1. In-service training. 

2. Periodic training outside the service 

3. Counterpart traininq by foreign volunteers 

4. Clear career guidelines and supervision 

5. Assignment of foreign experts. 

The first four suggestions are obvious; the last does not provide a solution to the problem. I 
ersonally would give the development of career opportunities and assignments (including

staff selection procedures) highest priority because training per se cannot repair problems 
related to staff selection, management and organizational structure. Various services acknow
ledge that members of their staff joined after attempts for other employment failed. This 
circumstance is related to the lack of career programs-and consequently security and status
that Training and Employment Schemes could provide. This discussion of the staffing pattern
and quality is,of course, most relevant for the considerations of foreign assistance to Domestic 
Development Services later on, ('ee Chapter 11). 

The interviews revealed further aspects of the staffing pattern. 

To the question: "What are the reasons for professionals joining the service?" respondents 
gave the following priorities: 

1. No choice; on detail as a civil servant from another ministry 

2. Interest in this type of work, dedication 
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3. 	 Opportunity, challenge to do development work 

4. In the line with field of studies, exercise of profession. 

And: "How would you describe the cooperation between executive staff and volunteers?,, 
(semple 44): 

Extremely satisfactory 5% 
Very Satisfactory 18% 
Satisfactory 52%Not very satisfactory 7% 
Not at all satisfactory 
n.a. 	 18% 

100%
 
he reasons given for the "not very satisfactory" rating:
 

1. 	Because of a "drill" relationship with volunteers 

2. 	 Problems over volunteers' participation in the decision-making in local group
affairs, (for example, management of local funds) 

3. 	 Field staff has too many other obligations and cannot devote full-time to 
support and supervise volunteers. 

All of these replies confirm and elaborate on the problems identified earlier concerning the
number and qualifications of staff. 



Training And Employment Schemes 

-sldes 14 and 15 specify the factors affecting staff success as they are perceived by nationals 
lVM!e 27) and foreigners (sample 17). To the question (see Appendix A-4, Card No' 5 for
Mltions of ranking): "In your judgment, which factors are most important to the successtonal staff assignment?" the following first, second 

of 
and third priorities were assigned by 

*esondents: 

TABLE 14. RANKING OF FACTORS FOR NATIONAL STAFF SUCCESS 

National Response Foreign Response 

Factors for National 
Staff Success 

1. 
% 

Priorities: 
2. 
% 

3. 
% 

1. 
% 

Priorities: 
1 2. 

% 
3. 
% 

* Technical/professional proficiency 48 22 18 35 24 18 
* Administrative/managerial 

E'oficiency 
44 26 4 18 18 6 

, Leadershio & understanding for people 
of different culture & bacIground 

41 18 11 47 41 12 

* Flexible to adjust to changing 

conditions 
- 30 26 12 12 18 

6 Comes from same local background, 
knows villagers 

4 11 15 6 6 -

* Staff preparation and training 4 7 11 6 6 6 

0'4 of I total of 14 factors given to both nationals and foreigners they chose the three most
i'ortant factors in very similar fashion: 

4 both prefer technical/professional proficiency over administrative/managerial
oroficiency, but give the latter a very close second ranking 

a the leadership qualifications and understanding of people from different
background and culture received a high first ranking from foreigners and wasgiven third importance from nationals 

6 both feel equally strona about the importance of flexibility to changing
conditions. 

differing viewpoints are also of interest: 
* Nationals give more importance to staffers coming from the same local 

bkjround (knowing villagers) and to staff training. 
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* Foreigners give high importance to speaking the local language-a rankingwhich may be influenced by their own shortcomings or limitations in this 
respect. 

In summary, professional qualifications and certain personality traits are rankedsuggesting that selection highestof qualified staff is most important and that training has onlysupplementary role to improve the quality of staff. 

"In your judgment, which factors are most important to the success of foreign staff assign.ments?" Again, first second and third priorities were assigned by national (sample 27) andforeign (sample 17) respondeiltS: 

TABLE 15. RANKING OF FACTORS FOR FOREIGN STAFF SUCCESS 

Factors for Foreign 
Staff Success 

Foreign Response 
Priorities: 

1. 2. 3. 
% % % 

National Response 
Priorities: 

1. 2. 3. 
% % % 

" Leadership & understanding for people
of different background & culture 

41 24 12 15 11 7 

" Flexible to adjust to changing 35 12 12 4 11 15 
conditions 

" Technical/professional proficiency 18 6 6 30 7 7 
a Speaks local language 12 12 12 4 4 4 
" Administrative/managerial proficiency 12 6 12 11 4 4 
" Staff preparation and training 6 12 12 7 3 7 
" Partners to volunteers, 

partnership style 
12 - 18 4 - 4 

" Here the two groups differ in the priority they assign to the technical/professional proficiency of the foreigner-the nationals give it highest rankings,whereas the foreigners give higher importance to cultural communication,social skills and personality traits-an opinion which is of importance for
foreign assistance assignments. 

* Both include leadership and understanding for people of different background and culture in the two most important factors-with the foreignersassigning a higher priority to this aspect. It seems that the high rating offlexibility on the part of the foreigners underlines the feeling of uncertaintyin another cultural environment-therefore the call for adjustment tochanging conditions. 
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* In line with the above ranking is the high importance assigned to speaking
the local language on the part of the foreigners. It is, however, surprising
that this factor receives such a low priority from nationals. 

Administrative/managerial proficiency are rated of low importance in comparison with social and communication skills and technical qualifications.
This is appropriate since foreigners' roles should not emphasize the manage
ment of institutions or programs. 

Finally, it is of interest to note that national respondents give sixth priorityto two factors not mentioned in Table 15: Level of staff position and salaryand strong backing from supervisors. It seems that national respondents
acknowledge here the-often unjustified-advantage foreign staff has be
cause of higher pay level, and direct access to the authorities. 

Thm differing and common perceptions about each other merit consideration not only forth current foreign assistance assignments but also evolving future partnership-cooperation. 

G.Oranization and Management 

%organizational structure of a Development Service-as for any other institution-shouldp-ttepersons and facilities in such a manner that programs can be managed both effectivelyCid efficiently. The constraints of the organizational structure are set foremost by the legislat!fl End Supervisory authority, but 31so by objectives, size of service, coverage of geographicalarm, program types and cultural traditions. The organizational structure also affects the public,ons to a Development Service, whether it enables (or even invites!) citizen participation. 

Tlt lI.slative framework, supervisory and leadership structure already have been describedald do not require further explanation. Table 16 sets forth the main organizational structuretZd mnagement functions. Organizational Diagrams for services in this category are attached 
bth? individual Compendia (Volume II). 



TABLE 16. ORGANIZATION AND MANAGEMENT FUNCTIONS 
OF TRAINING AND EMPLOYMENT SCHEMES 

Organization 

BENIN: 
Clubs 4-D 

KENYA: 

-National Youth Service 


-Village Polytechnics 


MALAYSIA: 
-National Youth Pioneer 

Corps 

-National Youth 


Development Corps 


-Farm Youth Project 

THAILAND: 
Rural Youth Leadership 

Training 


COSTA RICA: 

National Youth Movement 


PANAMA: 
National Youth 

USA: ACTION 
-Youth Challenge Projects 
-Program for Local Services 

According to Table 16 

Headquarters 

Policy; planning; staff hire; 
supply of materials and 
food 

Policy; planning; staff hire; 
training; direction of work 
projects 

No Headquarters but 
centralized program advice; 
hire of local managers, 
funding 

Policy; planning; training 
design; staff hire. Work pro-
grams & employment 

support through Youth
 
Guidance Bureau
 

National Committee: 

Policy and Coordinatioi. 

hire of staff; funding 


National Youth Office. 
policy; planning, manage. 
ment of 4 Regional Trainiig 

Centers; hire of staff 

Department within 
Directorate, Policy; 
planning; recruitment of 
volunteers; staff hire; 
funding 

Department within 
DIGEDECOM, Policy; 
planning of operations; 
staff hire; funding 

Project approval; funding 

Managamint Functions 
R,),,ional 

Channel: for administrative 
advice; sLvpplies & funding 
via 6 provincial & 40 
District Rural Development
Offices 

Recruitment & selection of 
volun.eers through 
Provinces & District 
Committees in each District 

Provincial Youth Officers 
and Youth Training 
Officers support V.P.'s in 
their Provinces 

Recruitment of volunteers: 
District Youth Councils 

State Committees; District 

Committees. Planning & 

implementation; super-
vision of projects 

District officers of 
agricultural extension 
part-time supervision of 
work projects 

60 Regional Youth Centers: 
recruitment & training of 
volunteers; direction of 
regional work programs 

9 regional offices 
(DIGEDECOM): 

recruitment & training of 
volunteers; supervision of 
local projects 
State agencies can conduct 
projects & can receive 
funds 

Local 

Donation of land; building 
of club facilities; planning 
work schedule; manage, nent 
of local Club funds 

No local projects 

Village level Managomfnt 
Committees: develop training 
site; raise funds; supply 
vocational trainers; supervise 
V.P. Managers 

Recruitment of volunteers: 
Local Youth Clubs & other 
associations 

Local Clubs: work plans;
 
management of local funds
 
& materials (agricultural

investment)
 

Individual work assignments 
at home; establishment of 
youth clubs and cooperatives 

Recruitment of volunteers; 
design & management of 
local projects; participation 
in funding; supply of local 
staff 

Recruitment of volunteers; 
execution of projects 

Local project agencies: project 
planning; direction and super
vision; partial local funding 

channels at the intermediate Province and District levels for regionalization of their organizational structure and management. The exceptions are the Costa Rica National Youth Movement which has its own Regional Youth Centers, and the ACTION agency in the USA whichac. as a funding agency for such services and delegates the entire project to State or local 
organizations. 

Centralized organization and management iscarried out by the Kenya National Youth Service,Malaysia's National Youth Pioneer and National Youth Development Corps, and Thailand's
Rural Youth Leadership Training. 

most Training and Employment Schemes use available governmental 
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Malaysia's
Vout, 

Farm Youth Project, CostaService 	 Rica'sin 	 Panama National Youth Movement and the Nationallargely decentralize organization ande 	"egicnallevels. management functions to 
cinel! ,the Clubs 4D in Benin and the Village Polytechnics in Kenya in principle have de
:entra!ized their organization and management to a large extent to the local community level. 
1oti o'aanizations have, judging from their structure, a high degree of local citizen participa
''on 
_:.a' 


but 	both report rather rigid staff control and insufficient communicationrrolect,; and headuuarters",cal between the 
emessary 

which reduce the flexibility of the organization to adjust toto maintain 
leeds On the other hand, reports also indicate that central guidelines and direction are 

a fairly equa' performance level of programs andl0rionallv provided materials and funds. 
to prevent misuse of 

aeneral 

"'vents Development 


a, centralization, especially concerning Policy developmp;it and management decisions,
Services from (1) expanding1!ce 	 in size %2) responding to changing local

s,and (3) involving local communities in"I"!!ends to over'ormalize administrative procedure through rigid guidelines and the involve
"'-'t n' !oo 	

their orogram. Also, centralized manage.many officials in the'0hav;or and "red 	 "clearing'tape" which hamper 
of decisions, thereby developing bureaucraticthe improivement of the overa.l performance of the 

rvice. It is in this sector of organization and management that a service may defeat its very 
- to provide a flexible and less costly alternative to training and employment prepara

oomarison with formal schooling. As related earlier, the interview responses confirm 
-18.;Or
problems for directing Training and Employment Schemes arise frequently fromnP management and administration. 

isespecially difficult to develop a unique style of organization and management for govern-this 
")ental Programs because, to some extent, it is necessary to challenge bureaucratic traditions

or aprogram that iswithout high acceptance and status within the system in the firstAgain itwill largely depend 
' .Ihethel a 

:n excellence of leadership and performance of the overallcr&1edc!'s are 
more indepencentbade 	 organizational structure and flexibleacceptable to !he supervising governmental agencies. It should be noted 

managementtrem fbureaucratization is not limited to governmental agencies; it isa problem 
oVernetal services'!t 	 as well.O'fn% i 	 In other words, a non-governmental organization of

n the volunteer
!.Sp tisic iat service professional community. Most 

S;ze does not necessarily guarantee a more effective or efficient management-an opinion,~ of Tri igand E 	 non-governmental
rei t̂i m l v n €_	 progry TrainingSte i lcveral 	 d Employmentgrou s 	 Schemesinithe in need of training 	 are smaller in size, and reachorall national problem. and employmentEven 	 preparation-theySize 	 the governmental services in this category are 

to reach asufficient number of young people who need these services. 
do not 

too 
The qetdevel of size as it relates to the effectiveness of a service isaconcern of professionalsN. 	Sr"eveals, 

rilJe 
and many favour small local programs. The analysisb-.it 
 rrg 

o that 	 of tevaloe, Owever aniof
0" 	zi bu•t the evaduatnr t 	e ot ro nga oni ati st ruct ur ,delega t i o 
the negative impact of large organizations is notyand managurs" 	 of authorit related to0 

existing Training decsionmaking takes place' a 
1 Oand 

in the small local unit. Currently,"Otnt.',L 
p u m n 


Employment Schemes has achieved a significant size whichlr to a lesser 	 ch m sh. .degree funding, 	 : . . .. u yrn -

obilizes more of the many in 
but 

need. 
rather, 

The reasons are not limitations by legislation,~latter 	 organizational structureOh er words 
addresses the question of efficiency: program and costs perr 
 output in comparison to 
if Training and Employment Schemes maintain centralized organization 

they, at the same time, limit their growth potential, increase their admizistra 
S.reduce efficiency and hinder local citizen participation. 
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In order to achieve a high degree of decentralization of organization and management and toinvolve local communities responsibly, the field reports that contributed to this evaluation 
suggest that the following conditions must be met: 

1. 	Communication feedback channels betwen field and headquarters must bedeveloped and used; a breakdown of communications renders a Develop
ment Service ineffective 

2. 	 Project planning at the local level, and from there integration into national 
plans, not vice versa 

3. 	 Participation of local communities in project preparation, including volun
teer selection and training where this isapplicable 

4. 	 Improvement of field staffing, including career provisions and preparation/
training of local community members as the receivers of volunteers ("receiv
er" training) 

5. 	 Local community participation in the project oversight and funding by pro
viding in kind and/or cash funds 

6. 	 Local autonomy of project management within the framework of the 
previously agreed upon plan 

7. 	 Local participation in a regional and national advisory function to the Train
ing and Employment Scheme. 

Finally, the functional linkages established by Training and Employment Schemes are pi
the organizational structure and are crucial to the overall institutional performance 4 1 : Di
of these linkages are described for each service in individual Compendia in Volume II. H 
brief summary presents the current situation. 

Linkages supplying inputs include: 

* 	 Supervising ministries provide funding, materials and often part-time staff
for project support and supervision: typical of all Training and Employment 
Schemes. 

* 	 Other governmental divisions such agriculture, education,as 	 community
development, national parks, cooperating project agencies that provideare 
supervision to volunteers working in their projects. For example, in the case
of the Kenya National Youth Service, governmental agencies reimburse
KNYS for the volunteer manpower provided and thus contribute to the 
funding of the service. 

* Local communities provide inputs into project planning, provisions in kind
(land, training sites, volunteer instructors, etc.), funds to local groups,
project supervision; this is true to a varying degree, for the Clubs 4-D in 
Benin, the Kenya Village Polytechnics and the services in Costa Rica, Pana
ma, Thailand, the Malaysia Farm Youth Project and the USA Youth 
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Challenge Projects and Program for Local Services. The Kenya NationalYouth Service and the Malaysia National Youth Pioneer and National YouthDevelopment Corps are not ccmmunity based in their operations. 

Foreign Volunteer Services and other foreign assistance institutions provideinputs to all Training and Employment Schemes evaluated in developingcountries (exception is the Farm Youth Project in Malaysia) including:advisory and technical training staff, funds, equipment, materials and facilities (for details see Chapter 9, Foreign Assistance). 

LiUkages using the output, the volunteers, include: 

Governmental and private agencies, and local communities which use volunteer manpower to compete development projects, either for large scalepublic works (Kenya Ndtional Youth Service) or for local community projects. Output linkages to agricultural development institutions are importantfor those services involving iarm youth (Malaysia, Thailand, also Malawi). 

Training Certification Boards certify the proficiency of volunteers at completion of service: Kenya National Youth Service volunteers receive GradeIll-and in a few cases Grade II-Trade Tests; Malaysia National YouthPioneer Corps members can be 4dmitted to the National Industrial and TradeTests, and the Thailand Rura! Youth Leadership Training volunteers areeligible for examinption as secondary school achievers. This certificationprovides the entry linkages into regular employment in industry or public
service or for continuing education. 

6 Occasional employment arrangements with industry, land settlement or ruraltrades. In general, employment linkages with the production and servicessectors are increasing, whereas the use of former volunteers in police forces(Malaysia and Kenya) is decreasing. 
r'it is badly needed in most Training and Employment Schemes are formal linkages to usete Otput-the volunteer who completed
It~Jfficient or do 

service. Linkages with the employment sector arenot exist. It would be unrealistic to expect that volunteers can easily fine-bS-ePecially with their "non-formal" 
PrOfessionals are unemployed. 

training, while "formally educated" technicians a:idBut it is within the mandate of a Training and EmploymentS1efte to establish linkages for further employment of volunteers, especially by creating new 

bares include: 

1. Settlement of small farmers on under-utilized land; the Clubs 4-D in Benin 
estimate that $500 in revolving funds are needed to settle one small farmer. 

2. Self-employment in rural trades and services require output linkages in threedirections: (1) to institutions responsible for trade and commercial licensing,and for trade tariffs to encourage the production and use of local goods;(2) to the local market/community using the goods and services; (3) to 
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governmental agencies and businesses to purchase products and services of
the self-employed former volunteers. 

3. Development of rural cooperatives both for production support and market
ing 

4. Employment arrangements in rural public works and administrative
functions; for example, former KNYS volunteers can provide a staffing poolfor rural public works overseers, rural work artisans can be recruited fromVillage Polytechnics; semi-technical and record keeping roles can be filled byformer volunteers from Training and Employment Schemes; rural works
assistants can be stationed with District Planning Offices. 

In addition, job placements may be promoted through direct contracts with industry, localgovernment or continuing educational institutions (example, Malaysia). It is important, how.ever, to stress that the linkage to job creation deserves preference, before former vlunteerscompete for existing jobs. The above four examples of new avenues for using Tormer volun.teers in productive employment were taken frum evaluation materials and were confirmed byan extremely useful ILO/UNDP study conducted in various countries on strategies for increas.
ing productive employment 140 

All Training and Employment Schemes have stated their strong desire to strengthen theselinkages with the employment sector. So far, the Malaysia Youth Corps is the only service inthis category which has a Youth Guidance Bureau to deal specifically with assisting youth inself-employment. An overall discussion of the issue of employment of former volunteers is
contained in Chapter 8. 

6. Costs and Funds 

In principle, the funds for Training and Employment Schemes are integrated into the budgetsof the respective governmental agencies responsible for the service. Depending upon the legaland organizational structure, the budgets for these services either include or disregard theadministrative overhead costs for the central administration of the service. Consequently,the total budgets displayed in individual Compendia differ lirgely between services. 

The unit costs for a Development Service are expressed in costs per volunteer man-year, i.e.total costs for one volunteer serving for 11 months (1 month vacation) full-time. These unitcosts for Training and Employment Schemes are displayed and explained in Table 8, column7. As is evident, the figures are not comparable because their budgeting and cost reportingprocedures differ. Apart from these budgeting differences that affect the unit costs, their
amount depends largely on three factors: (1) recurrent 
costs for staff; (2) recurrent costs forfacilities and equipment; and (3) number of volunteers serving. Low recurrent costs and largenumbers of volunteers in service reduce unit costs and permit a Training and EmploymentScheme "to stretch available funds further" and reach more people. The earlier reported staff:volunteer ratio indicates that recurrent costs for staff of some services are too high. In otherwords, small Development Services which emphasize central administration, and do not useavailab,e facilities and local support structures are expensive. 

For comparison, the following public education expenditures per pupil are listed in "Education Sector Working Paper", a recent World Bank publication 134: 
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Countries by per capita GNP 
1970 Expenditures per

Pupil US$ 
I - up to $120.-

18.
(Benin, Indonesia)


1l - $121.- to $250.-
 49.
(Kenya, Thailand)

III - $251.- to $750.-
(Costa Rica, Malaysia, Panama) 

57.-

Of course these figures cannot be compared directly, since most services provide food, lodgingrd c'othing to the volunteers. In contrast, the public education costs are comprised only ofir.structio; costs, facilities and administrative overhead. However,Dooetions o' the lower costs for theTraining and Employment Schemes, compared to equivalent results in schoolecucation, are extremely important for justification of these services. With this in mind, twoslvices stand out in their cost per volunteer man-year: 

TABLE 17. UNIT COSTS IN TRAINING AND EMPLOYMENT SCHEMES
 
VERSUS PUBLIC EDUCATION
 

Costs per volunteerOrganizations Expenditures perman-year pupil per year
Oraiatos1973 $ 1970 $I Village Polytechnics Kenya: 16.60* 

earn Youth Project, Malaysia: 
49.. 

29.60 57.

'I %hlIc funding only 

T g;,0 consideration that: (1) the data stem from different years and report current costs; 
*',,Osts per Pupil apply to various levels of education; and (3) the expenditure per pupila high portion (50% and more) of repeaters and non-completers,

°Oganiatoduce that about 2 - 3 volunteers can one can safely 
n fo th 

be trained and prepared for employment in these
Jdy on "V5for the cost of 1 pupil in school. This ratio is confirmed by a 1967 ISVS staff'idMala' Volunteer Services and Humann kalawi Where a cost of $19 Resources Development"PerYear. A conclusion per volunteer per year compared for the Young Pioneersthat there to $38 per primary pupilis greater efficiency in Training and Employmentt_i., -rnsbased on the notion that an important goal of service programsc Ploya le skie is to train andskills and work experience, includingtient a degree of literacy, as contras ede u.OOy of a school examination. In other words, the quality of the Training and 

e Schernes is expressed in skill competency "certified" by actual employment,the Quality of a comparable school education in the primary and lower secondary levelt hiessedYcertification ofexit examinations regardless of whether the student isready foral,"ed.. trade-off in quality between the "formal"ucatdI.'on can and the Development Services "ronbe accepted, then these services are 2-3 times more efficient in reachingYouth for employment preparation. Efficiency, it mav be recallepr k pcnthlichal 
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by comparing output with costs (see Diagram 2). The later analysis of the achievements of 
these services will further explain under what conditions these conclusions can be maintained. 
For the present, it is important to note that compatible training costs per unit in comparision 
to formal schoolina can be achieved. 

Finally, a brief review of the budget and funding pattern of Training and EmploymentScherne 
will help to determine the cverall support of these services. 



TABLE 18. BUDGET SOURCES OF FUNDING OF TRAINING AND EMPLOYMENT SCEMES 

Organization 
Budget __Government


E N IN : Local Community FUNDItGnin
Cash and Kind
/B EaniV 19 17 NI En a. (NationalClub. 4-D S41.606 ForeigrdW- cashBudqet) S74 
LJnd for Club Farm ,nq Prnlr.ct416.- kind s ISelho "wh(' C roshD 

fo f a c C't 
3 0 0 0 14 y a s o vrps FINDP $e 50.0s0o 4 
 nrs)cu FOrlClub 

both mh 
Fncd &nt t to aolunteer farming uophes Dutch-National Youth S105,705 S105,705 Service traino project g materials 

from Nae- ---- I a ops: silosServic kApr 

-VlaeP ltehts1 7 --VilagePo~yechrcs orkpoects h'av1 74 vv.:ork equipment, 57 foreign
S62,400 Land for V.P. ste. construction train- oluoteer train na staff$62.400  1973_75 S829.400.ing facilities, voluntary instructors, NORAD Norway 

fo~rV P "xpansions urric. developm.,ca Ksh. 200 per trainee 
UNICEF revolving loan for self-MALAY IA: 
1 74 

AL I mp~o m of traY 9 4Provisions nees; 98 foreign vol
 
-Allio Youth of room & board by
cs S ,7,34S ,7 ,2 UN CEsVufkffS2 ,0 .Youthoet 
 $ 49 4-'------

Diis ofar during wvork assignments 

Trar 

-t F r$or j c , 6 
training, 12 foreign volunteer trainers7 74.9 6 4 L an d f o r p r o e c t f ro ms fa r rme rs .local?T THAILAH I A D ~ D:.nR ura l Y o uth L e ad e rs h ip a . communities(N a t io nal B ud ge t ) L an . c lub fac ilit e s , e tc , 7 1 9 7 .7 UN C F S71 7 I E 

0 . 0 0 . t a n n. 5 U 
 2 5 0 0 .t a n n
 
COSTA RICA :National Y outh 1973 ecquipm. & supplies, 1 foreignS94.803 volun-S90,634 Provides f-'- "e

& fud acity for Youth Centerso oa ciiie:$.6 
--- riigmtril.2frinepr

v.ement_ UNEetra ,er
. fo 2 bu e an
 
PANAMA- contribution to
1969 national budget 

avi gNational Work Project super-tision aer las ;Volun. Service S172,730 CoegneprAI:S6.W
 
USA 7 ACTION 


$86.00 

implementation 1974 Award of 19 A D S 675 .
-Yout Chlege Project Agencies: staffing. projectsae local planningProje supervisionS$44,750mf cts 
97 (10% per 01 

grants 
Services volunteer); project supervision O

$4,475,000 $4.430,250 

,.
 

-4C 

http:Prnlr.ct


All Training and Employment Schemes are integrated into the budgets of their respective
governmental departments-but to varying degrees. The following services receive major 
support from outside the government: 

" 	 Clubs 4-D in Benin are to a large extent foreign sponsored and receive sup
port from local communities 

* 	 Village Polytechnics in Kenya are village based and receive major payments
in kind and cash; foreign support is used to expand the program, fill skill 
gaps of trainers, and improve the quality of training 

• 	 National Volunteer Service in Panama: the data stem from 1969 before the 
disolution in 1972 acid re-institution in 1974; there is currently no AID 
funding involved. 

The foreign sources of funding both in cash and kind are analyzed further in Chapter 9. With 
the exception of Benin, they play no significant role in financing the regular operations on 
current strength. 

Two funding sources deserve more attention in the future, especially if one considers that unit 
costs per volunteer should be reduced in order to reach more yotng people within the budget
limitations: 

1. 	 Local community support 

2. 	 Earnings from volunteer work projects. 

Local community support should be expanded both for provisions in kind and cash; the 
Village Polytechnics offer a good example in this respect. 

Earnings from volunteer work projects definitely deserve more attention. Volunteers produce
goods and services both in workshops and by providing manpower to community or national 
development projects. This important aspect of earning, or paying, for goods and services 
received is not merely to increase the efficiency of the service. It is also an expression of the 
value and appreciation for the services or products received. Thp old adage that things which 
do not cost anything are worth nothing is still valid today. It isalso in this area that a Develop
ment Service would break away from the old schooling pattern: the public has to pay for it. 
Through service earnings individual involvement isencouraged. It isestimated, in fact, that the 
educational value iseven higher than the cash value. 

This concludes the analysis and assessment of Program Inputs to Training and Employment
Schemes. The next step is to evaluate the task in which these inputs have been transformed to 
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-;ITASKS 

Xjm Tasks of Training and Employment Schemes include: 

1. Recruiting and Selection of volunteers 

2. Training 

3. Work programs 

4. Citizen mobilization 

Ifto. 19 provides a review of these tasks: 
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TABLE 19. REVIEW OF PROGRAM TASKS 

Training and 

Employment 


Schemes 


1 

BENIN: 

Clubs 4-D 


KENYA: 
- National 

Youth Service 

- Village 

Polytechnics 


MALAYSIA: 

- National 


Youth Pioneer 

Corps 


- National 
Youth Develop-
ment Corps 

- Farm Youth 
Project 

Duration 

2 

3-4 years 
up to 6 
years 
full-time 

2 years 
full-time 

2 years 
full-time 

18 
months 
full-time 

3 
months 
full-time 

1 year 
minimum; 
full-time 

Service 

Geographical I 
Coverage 

nationwide 
goal 1 club 
per village 

nationwide 
rural 

9 provinces 
rural 

Recruit-

rnent in 

all 13 

States 


n.a. 

In 10 
States 
(out of 13) 

Time 

4 

About 
2 hrs. 
a day 

10 
months 

Training 

Areas 

5 

* 	 literacy 
* civics 
* 	 hygiene 
• sports 

* basic 
literacy 

* science 

• 	 technical 

Work Programs 

Citizen Mobili
zation & 

Participa-ion 

Local corn
munity 
based 

Centralized; 
No commu
nity based 

Local
 
community
 

based 

Centralized;
 
local
 
volunteer
 
recruitment
 

Local corn
munity 
Dased 

Time 

6 

Average 
5 hrs. a 
day 

14 
months 

Areas 

7 

* 	 farming 
• house const. 
° crafts 
* 	food preser. 

* 	bush clearing 
• 	 road constr. 
* 	 disease 

control 
full-time courses combining class-room instruction andpractical work in farming, trades, commerce, plumbing, 
motor mechanics, electricity 

3 to 9 * literacy 6 
months * civics months 

* 	general 
vocational 

-	 special
technical 

Work assign-
ments in in-
dustry, trades 

3 months training: new attitudes, history, physical,
agriculture, religion; no work programs but 
employment assistance 

3 
weeks 
to 3 
months 

Specialized 
agriculture, 

1 year * crop corps 
• pouliry 

veterinary; e cattle 
qroup * fishinq 
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f774AIL.ANO. 1 4 yewo Aft4 -	 _- 2 dmRural Youth and 3 	 9 lu 3 months, vcW&regions 	 cTntruuzla'dLeadersip 	 cc,months; 	 crop training;month* home making local -Training 	 hoemkn lclIm/4% agricul-	 munity workture, crafts
health 

COSTA RICA: Summer nationwide 80 - literacy 3 monthsNational Youth vacation 60 regional h rs. 	
* community Centralized 

Movement: 	 * civics full-time development training;full-time Centers 160 - technical/ laterA Uneducated Youth other-	 • construction localhrs. vocational part-time - social communityB Secondary students wise part- n.a. a history service workunfinished time - civicsi() 
_ technical 

PANAMA: year n.a.; n.a. - generalNational Volunteer full-time 	 n.a. ° construction Centralizedvolunteers full- C.D. full-
Service 	 I * trades training;others, 2 serve in time a technical time ° agriculture localmonths their 

C.D. community 
minimum villages 

work
 
USA: ACTION varying 17 n.a. 
 service for n.a.- Youth Challenge 	 poverty-relatedlength; States 	 Localfull- credit at ed-

Projects(c) full-time 	
full- projects in community

time ucational time local com
institutions unities
 

- Program for Local minimum 
 8 	 n.a. in-service full- career development; civicService(c) 	 -"15 months States training time responsibility through povertyfull-time 
15 mo. related community service. 

Explanations for Table 19:	 
m 

(a) 	 Only 290 (out of 2,530) volunteers participated in special training: members of local farm youth clubs are selected for 
" 

training with the expectation they will multiply the training effect when they return to their villages and to farm youth 
teams to carry out the work projects. 

(b) 	 Volunteers come from rural communities to which they are expected to return for community development 'i.D.) serviceupon completion of training. to 



1. Recruitment and Selection of Volunteers 

Recruitment of candidates is most often carried out through existing local or district stru. 
tures, such as governmental administration, youth clubs, agricultural organizations or village
authorities, like headmen or religious leaders. Eligibility for service varies. 

Orgpnization 

BENIN 
Clubs 4-D 

KENYA 
- National Youth Service 

- Village Polytechnics 

MALAYSIA 
- National Youth Pioneer Corps and 

National Youth Development Corps 

Farm Youth Project 

THAI LAND 

Rural Youth Leadership Training 


COSTA RICA 
National Youth Movement 

PANAMA 
Naional Volunteer Service 

USA ACTION 
- Youth Challenge Projects 

- Program for Local Services 

Recruitment Criteria 

No criteria; all uneducated children 
of villages are accepted (they serve 
in their home villages) 

Candidates must be unemployed; no 
educational requirements; must be 
medically fit and without dependents 

No criteria; anyone unemployed and 
unskilled can join; must have some 
primary education 

Anyone who is uneducated; unemployed, 
between 16-25 years old, may join 

No educational requirements; must 
be interested in becoming a farmer 

Eligible are single rural youth between 
16-25 years of age who completed 4th 
grade elementary education; no oppor
tunity or intention to continue 
education; residence in rural areas 

(a) Uneducated youth and drop-outs 
(b) Secondary School pupils 

Minimum age of 16 years; willing to 
return to their villages after training to 
serve community 

Youth 14-21 years of age; no educa
tional requirements; willing to learn and 
serve in poverty-related projects; service 
must be recognized by educational 
institutions 

Volunteers 18 years and over; unemploy. 
ed and in need of work experience for 
enhancement of career. 
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of the services reported difficulty in recruiting candidates. The Kenya National Youth 

service vacancy. Openings are equally allocated 'to all
has 50 applications for each 

Youth Corps also reports long waiting lists of applicants.
The Malaysia National 

of ACTION's experimental programs and currently concern 
,., vices in the US are part 

ited number of local projects..,, 


to verifying whether the recruitment
Son nrocedures of candidates are chiefly related 

have been met, and whether there is a balanced representation from all regions or tribesi.', 
Most services conduct interviews withNNational Youth Service, Malaysia Youth Corps). 

through local committees to determine their eligibility and qualifications. Only the-,.te'." 

Youth Leadership Training

vpvsa National Youth Pioneer Corps and the Thailand Rural 
r ,'..ne'and administer an aptitude test, not to select "'out" but "in", to determine the 

f,-.'.:r's vocational/technical capabilities and interests. The Malaysia Farm Youth Project, 

-, ..Cljbs 4D and the Kenya Village Polytechnics-all local programs where volunteers 

heir home villages-have no screening procedures whatsoever and everybody can 

the policy for recruitment and selection of volunteers is an important indication 
the guiding principle for 

,-rnle. 

-.n"ilosophy of a service: is "the right of every citizen to serve" 

implies that this is a service of people in contrast to a•_!vent? The "right of service" 
W ,.'for people. If mobilization and participation of citizens is a major goal of a service then 

policy represents a first crucial step toward achievement of this goal. Open Training" o 
.. ployment Schemes -that everybody lacking skills and employment can join-point inr' 


" 'qt di'ection; howeve, none of the services evaluated in this category yet has pro

"v:i a nolicy of "the right to serve."
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"Why do volunteers participate in this service?" Answers to this question were obtained in 

interviews with the following results: 

Priorities of Reasons Why Volunteers Joined Service 

Foreign ResponsesNational Responses 
(Sample 17)(Sample 27) 

1. 	 Prospect of Employment1. 	Opportunity for service; promotion 
of philosophy of service 

2. 	 Youth is civic minded and self- 2. To learn skills and trades; no place 

reliant; wants to participate in to go 

development; fulfillment 

3. 	 Friendship, sociability, creativity3. 	 To learn skills and trades; 
nowhere else to go, and 

Prospect of employment and
 
economic benefit
 

Youth civic minded and self-reliant;4. 	 Serve the nation; help others 4. 
wants to participate in development; 
fulfillment 

5. 	 Friendship, sociability, 5. Opportunity for service; promotion
 
of philosophy of service
creativity 

6. 	 Prestige, novelty, snobishness 6. Serve the nation; help others 

7. 	Get food and be cared for. 

It should be noted that the majority of opinions are voiced by staff, supervisors, village chiefs 

and foreigners about volunteers; only a small sample of 4 volunteers gave their own reasons for 

participation. All respondents cite more than one motivation why volunteers joined. This is 

of 	reasons why the final decision is made. Nationalnot unusual; there is always "amixed bag" 
respondents emphasize service and civic contribution over the personal needs for skills and 

employment, whereas foreign respondents are more cautious-or-realistic and give higher 

priority to personal needs. Priority 5 and 6 of national responses concern only Latin American 

Services, whereas priority 3 of the foreign and 7 of the national responses refer to African and 

latter indicates basically a negative attitude-the service is not perceived
Asian services. The 

a social welfare program for the poor. The 
as a program for mobilization of citizens but as 

reasons for the misconception are the provision of food and clothing through foreign assistance 

agencies (See also Chapter 11). 
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2 	Truining 

Sgoals of volunteer training in Training and Employment Schemes in all regions are very 
r-iIsr In this study, goals are defined as the "preferred outcome of a program or program 

- o! an institution in terms of targets to be achieved in a specified period of time." 

include: 

1 	 Attaining technical/vocational skills to an employable level of proficiency 

2 	 Acquiring social skills to communicate easily and to be able to exercise 
responsible citizen roles in local communities; leadership roles are mentioned 
only by the Malaysia Farm Youth Project, the Thailand Rural Youth Train
ing and the Panama National Volunteer Service 

3 	 Acquiring a new attitude towards: 

" Work and workmanship: responsibility, punctuality and commit
ment to schedules, accuracy, awareness of and pride in quality of 
work, respect and care for tools, equipment and materials 

" The improvement of life in the local community, both the life of 
the individual family and the community as a whole 

* Other tribes, sub-cultures and the country as a whole; this latter 
aspect is especially emphasized in programs with volunteers not 
serving in their home community. 
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Table 19, columns 4 and 5 review training schedules and areas. The following listingsummarizes 

the Training curriculum and related proficiency targets: 

Organization 	 Curriculum 

a 	Literacy: reading,BENIN: 
writing, counting-	 Clubs 4.D 

* 	Civic information: 
taxes, administrative 
structure of government, 
I.D. cards; how to 
arrange ciub work 

* 	Farm work and home-
making, work schedul-
ing and training 
during work programs 

o 	Hygiene; sanitation 
of drinking water, 
personal health, 
sports 

* 	Centralized basicKENYA: 
-. 	 National Youth Service training: discipline, 

group organization, 
drill; no weapons 
training 

o Centralized Literacy: 
English, Swahili, basic 
science, civics 

Centralized vocational 
training: agriculture, 
masonry, carpentry, 
fitting, twining, vehicle 
mechanics, electrical work 

Continuing education 
in vocational skills for 
those interested 

- Village Polytechnic Vocational training, 
commercial, agricultural, 
technical, domestic 
science 

Proficiency Goal 

9 Able to read agrical
tural instrutions, 
account for produc
tion 

9 Self-administration 
of Club; able to meet 
civic obligation as a 
self-employed farmer 

• 	 Learn how to work; 
able to settle as 
farmers or in trades 

Able to work in large 
groups in public works 
projects; be avaihhle 
for national emergencies 
and perform on national 
holidays as acivil labor 
force 

* 	Lower secondary level 
(equivalent); knowledge 
of country 

o Crash courses to reach 
standards of government 
Grade III Trade Test 
(qualification to enter 
employment as laborer) 

o Standards of Govern
ment Grade II Trade 
Test; Special Farming 
Certificate 

o Employable skills, i.e. 
self.employment in 
trades services and faro 

ing in rural areas 
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Basic training: civics, 	 Discipline; workMALAYSIA: 
National Youth Pioneer literacy, general attitude; basic literacy 
corps vocational skills, and vocational skills; 

physical discipline knowledge of country 
and government 

Special vocational/ 	 Certificate of 
technical training: National Industrial 
agriculture, motor Training and Trade 
mechanics, construction Certification Board 
work, radio and TV (Entry examination 
servicing, welding, for employment) 
!ond surveying 

National Youth Develop- * Basic training similar o Equivalency of basic 
-lent Corps to NYPC; basic training NYPC; 

farming skills employable in farming 
or police force 

Farm Youth Project o Farming and Leadership o Farming and Leadership 
training 	 skills; able to spread 

their learning in farm 
clubs and projects 

THAILAND: * 	Basic training: * Remove secondary
- Rural Youth Leadership literacy 	 illiteracy; 

Training Able to take leadership 
roles in homes villages 

Leadership Training: a Equivalency of second
civics, local ary technical education 
language and culture 

Vocational/technical: 
agriculture, crafts, home 
science, health 

COSTA RICA: 	 o Basic training: history, * To know and love their 
-	 National Youth Movement culture, civics country 

* 	Skill training: crafts, - Employable skills in 
farming, community agriculture, public 
development, construction, works or trades 
social work, etc. 

PANAMA: * General training for * Social skills for 
- National Volunteer Service community development community work 

work 

o 	Vocational/technical 9 Employable in rural 
skills: construction, trades, construction 
carpentry, cooperatives, work or community 
plumbing, etc. 	 development 
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No details on volunteer training were available for the experimental local programs supported 
by ACTION, USA. 

The curricula comparison between Training and Fmployment Schemes indicates a high degree 
of similarity in training content. The Kenya National Youth Service, the Malaysia Young 
Pioneers and the Thailand Rural Youth Leadership Training have the most structured 
proficiency goals: equivalency of I-)wer sccondary and/or technical certification. All others 
train for employable skills in the informal sector of the economy. 

All services link their training with the work programs - which are described in the next Sub
Chapter-and consider the latter as an experiential learning opportunity or a more structured 
on-the-job training. This linkage of learning to work and service, i.e. to the benefit of others, 
isof course one of the prime specialties of any Development Service. 

Differences in training programs among Training and Employment Schemes do not occur so 
much in the area of curriculum content or proficiency goals as in scheduling and methodology. 
Four major types can be recognized: 

1. 	 Low key formal training, emphasis on on-the-job (raining, self-administration 
of groups, involvement of volunteers in their own work scheduling 

Examples include the Benin Clubs 4-D and the Malaysia Farm Youth Project. 
This approach is preferred by agricultural services. None of these services 
aims at training for certification. 

2. 	 "Sandwich Courses", i.e. formal centralized training "sandwiched" between 
program assignments 

Examples include the Kenya National Youth Service and the Thailand Rural 
Youth Leadership Training. Both services aim at delivering an equivalent 
training for secondary technical certification. 

3. Centralized training with a low key work program in workshops and industry 

The emphasis is en structured form of training, and less on work assign
ments. These programs are egooriented, tend toward individuals learning 
than toward service for others. Examples include the Kenya Village Poly
technics and the two Malaysia Youth Corps. Certification of training is 
granted in Malaysia National Youth Pioneer Corps which aims at employ
ment in trades and industry. The focus of the other Malaysian service ison 
employable skills in the informal rural sector, or preparation for police 
cadets (National Youth Development Corp!). 

4. 	 A "fifty fifty approach", focusing equally on training and work programs 
but not in the structured form of a sandwich course, is pursued by the Costa 
Rican ard Panamanian Services. Both provide training in centers away from 
the local community at the beginning of service and continue some learning 
support durirg work programs at home or in other communities. Both 
services also combine oart-time and full-time programs and do not aim at 
certification of training. 
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of training methodology deserve further detailed discussion: volunteer partici
.w spectSnthe administration of training, classroom instruction and discipline training. 

is a methodology
!,Ion of training programs

in the administ'
,f. volunteer participation 

the Benin Clubs 4D, Kenya National Yoa1l, Service, Malaysia Farm Youth Project, 
;r, Rica and Panama. All

in Costathe s..rvices 
,,!nd Rural Youth Leadership Training and 

of their civic leadershipand partearningas experiential
v,'ces perceive group decisions, leadership roles, delegations of responsibilities, adthis approach, .participation in 

as: treasurer, record keeping, materials administration, 
,,-stration of group functions, such 

rorexample: 

and treasurer,chairman, vice-chairman
The Benin 4-D Clubs elect their 

rules and manage their affairs, including their small 
clubestablish their own 

work schedule jointly with their supervisor
ownbudget. They develop their 

and carry it on duting the week with limited actual supervision. 

Participar,ts of the Kenya National Youth Service during the final quarter of 

their two years of service (phase 6) manage arid administer the various activi
alike 

in camps instead of hired personnel, and servicemen and women 
ties 

can achieve staff ranks of:
 

(28 per each 500 members) 
- Lance Corporals 

(26 per each 500 members)Corporals 
(12 per each 500 members)

Sergeants 

This hierarchy concurs with the military-type set-up of the service and its 

nromotion system. 

Leadership Training in Thailand and the Malaysia Farm Youth Project are 
practical group 

very similar: they provide training in group dynamics and 
own affairs during

york and request the participants to administer their 

centers and later in work programs in their home
their stay in training 

villages.
 

area 
Swx0 J. "classroom instruction", or the lecture type of methodology, is clearly a problem

with the strong emphasis on training there 
"T'a "irg and Employment Schemes. Of course, 

"'±ed for simply transferring information and skills. But how this transfer is achieved is the 

and memorizing instead of 
it be a return to the old instructional approach

Yi"I',, Shall
'1"'tiaative learning? The image of schooling is still strong, as the "formal" system draws 

copy schooling in this 
It is tempting for the "non-formal" services to 

'ligher prestige. 
%)-andby doing so self-defeat one of the purposes for which they were created in the first"'Jch 


were disenchanted with schooling and 
'-. to orovide alternative learning for those who 

staffing problem of many services tends to enhance the formal method of 
out. The".'Oed 

since many trainers are former teachers or officers, accustomed to an authoritarian 
"uT"'Mon, 
 staff

of volunteers in the classroom requires special 
om style. A participatory role 

yalfiations normally not acquired through current training of teachers. 

h<Ke"Tya Villge Polytechnics, the Kenya National Youth Service, the Malaysia Youth Corps 

reported this type of methodology and the 
the Thailand Rural Leadership Training have 

Icconnected with it. 
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Third, the discipline type of training is reported by some Training and Employment Scheme,
It is foremost 

command 

a style, a methodology of training, applying military-type hierarchical order an(
(including punishment)
pline training into the relationship between trainers and volunteers. Discias a field of instruction includes: Physical education, first aid, marching, etc
Only the Malaysia Youth Development Corps incorporates weapons training with a view to thf
follow-up employment of a large portion of participants in the Police Cadet Corps. Apart frorr
the latter, the Kenya National Youth Service, Malaysia National Youl Pioneer Corps and thE 
Costa Rica National Youth Movement provide discipline training. Fromview this is orobably a foreigner's point ofthe most controversial field of instruction and methodology applied in
Training and Employment Schemes, and in somewithdrawal instances (Malaysia, Zambia) has ledof foreian volunteers as instrurtors. to theapparent However, sincEto many observers the early days, it becamethat discipline trainingreligion, both as a field and is strongly influenced by culture anda methodology of training, and it is deeply linked to the historyof a country. For example, discipline training has a different significance in ansuch as Malaysia than Islamic societyit has for, say German Volunteers (see also discussion on Foreign Assist.ance, Chapter 11.)

What is meant by the discipline approach is best described by the following quote from the 
Kenya National Youth Service: 

"/V. What sort of discipline is recommended? 
8. If the work and training programs of a National Youth Service are to justifyits costs, they must be efficient. If efficiency is to be achieved there must bediscipline. A permissive approach to hundreds, perhaps thousands, of youngpeople living en masse under camp conditicns for long periods of time isuseless, and could be dangerous. 

9. Having regard to this, the Kenya National Youth Service sought to design asystem which would achieve discipline without destcying thenature of the service. v,'lw.taryThe solution, which has now worked satisfactol,,,,forfive years, is as follows.

i. The service is uniformed, and has a clearly defined rank structure. 
ii. All recruits are required to undergo two months basic-training onjoining the service. This is designed to inform them about theService's aim and organizations, give them the basic skills in suchmatters as comcraft and first-aid,, and, above all, to accustom themto accept constituted authority. As in army basic-training, there isan emphasis on foot-drill; but no arms training is given. 

The A'. Y.S.iii. Act and Regulations provide for offenders to becharged and punished under similar procedures to those used inthe armed forces, punishments varying from an official warningthrough fatigues, fines and confinements for not more than 14days, to dismissal from the service. However, desertion carries nopenal sanction, so that punishments are accepted in aspirit since, in voluntarythe last analysis, a person can always leave theService rather than undergo them. 
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iv. It is made very clear to Members
given to that the Discharge Certificatethem when they leave 
reflect 

the Service will truly accuratelytheir disciplinary record; and alsorecommend them the Service will notfor outside employment unless their recordis good. 

10. It is vital, of course, that officers set the best example at all times. Officerswho fail to reach the standard required should be disciplined withouthesih'a.tion-and,if necessary, be removed from their posts. "
 

styles are applied simultaneously 

In all, this review of training methodology indicates that both partnership and authoritarianin one service. Whether this is a part of policy or reflects theongoing growth of the service to develop its own and consistent style is not yet clear. 
The overall achievements of training are dependent upon two major linkages, whether: 

1. together with work programs it produces an employed citizen and 
2. it ispart of the lift long or recurrent education system permitting continuing

education later in life when desired. 

3. Work programs 
It is important for the understanding of this Sub-Chapter to recall the definitions of work andI'vice for this analyses: 

'Work is a physical, mental, moral and purposeful effort in response to astructured demand for action, determined by cultural, religious, philosophical and economic standards resulting in specified achievements and personalsatisfaction." 

"Service is work done for others with atternion and devotion, in response ton7eeds and to the benefit of others, and not entailing financial gains for thosewho serve. " 
This characteristic of work-service distinguishes all Development Services from other programs.Theemphusis is not on direct, individual economic gain but upon: 

involving the effort of the whole person in work activity 
responding seriously to needs: personal, family, community and nationalneeds 

being governed by a continuum of commitment to schedules and performance standards in order to achieve program goals 

serving for the benefit of others 

and for personal satisfaction. 
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In other words, work-service differs from "learning by doing" and from youth work that 
leisure projects. An incident fromfocusses on occasional activities like sports, recreation and 

Thailand's experience underscores the value of work in contrast to recreational and leisure 
activities. National officials judged that recreational activities would be a good take-off for 

local youth projects to achieve immediate rapport with youth. However, this notion was 

rejected by the villagers who did not find it useful; they preferred work assignments instead. 
Obviously, the national officials applied a westernized perception whereby work is second to 

leisure in desirability, whereas the villagers perceived the value of work in their traditional 
"eastern" way. As E. F. Schuhmacher explains so eloquently in his book "Small is beautiful, 

Economics as if people mattered"' 9 : "The Buddhist point of view takes the function of 
utilize and develop his faculties; towork to be at least threefold: to give man a chance to 


enable him to overcome his egocentredness by joining with other people in a common task;
 

and to bring forth the goods and services needed for a becoming existence." This is exactly
 

what Development Services want to achieve with their work programs.
 

The goals of volunteer work programs in Training and Employment Schemes are closely linked 

to those of training: 

" 	 to acquire technical (vocational) skills and experience in actual work-service 

situations under performance standard conditions 

• 	 to obtain social skills and understanding for: working in groups, under 

employment conditions in development work, etc. 

" 	 to gain new attitudes toward workmanship, local community and national 

needs, other sub cultures, tribes and traditions, etc. 

* 	 to contribute volunteer manpower to development projects of community 

and/or national importance. 

19 	which reviews duration of service, geographical coverage andReference is made to Table 
time spent in major program areas including: small scale agricultural, vocational or technical 

work assignments and community development. The exception is the Kenya National Youth 

Service involving volunteer manpower in large scale public works projects in remote rural areas 

where they neither compete with private business (because it is too remote) nor with local 

community self-help schemes (which are small scale). 

Opinions about the performance of work programs were obtained in interviews with both 

nationals and foreigners. They reveal an interesting emphasis on major work program areas, 

preference for work program design, and a broad spectrum of observations and experience. 

To the question: '14hat do you consider the best type of volunteer work projects, and why?" 

both nationals and foreigners (sample 46) assigned the following priorities to: 

Major Program Areas: 

1. 	 Local community development and community organization, because it 

helps to improve the life of people, involves new ways of doing things and 

therefore change of attitudes, leads to self-realization and mutual sharing 
(33%) 
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2. Agriculture on the village level linked to settlement of small farms and
cooperative farming, because it creates jobs in self-employment and reduces
migration to cities (1 7%) 

3. 	Learning-earning schemes: those projects which are employment oriented,like: craftsmen, small farming, foresting (lumbering), tourist services, be
cause it prepares for self-employment (17%) 

4. 	Rural infrastructure development (4%), industry (2%),small and projects
directed toward continuing education (6%), all have low priority 

5. 	Construction and reforestation have low preferences (2% each) and seem to 
be controversial work areas: 

* those in favour of construction work argue it betters the life of
people (communities); those against say it requires excessive funds 
and logistics and does not develop the people themselves 

e those in favour of reforestation point to the educational value of 
becoming aware of national problems, whereas those against say it
takes place in remote areas and does not include an encounter 
with people. 

me of the respondents referred to the work program design and indicated that hte best work 
Vrams are those which: 

* 	 have goals which can be achieved during the volunteer's work assignnment
(identification of short-term goais) 

* 	 are carried out on a medium or long-term basis because only they permit the

volunteer to identify with a problem, work for a certain time span 
to help
solve it, and get a satisfaction from his/her contribution 

* have a broad spectrum of work activities permitting the volunteer to engage
in work according to his qualifications and interests 

6 	combine learning with productive work and engage other people for mutual
 
benefit (like volunteer work camps)
 

0 	 require a change of life style because this is the best way to change attitudes. 
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Finally, to get a clear negative opinion on work project types, the question was asked: 

"In your opinion, what types of projects should be excluded from volunteer work assign. 

ments?" Both national and foreign responses are of inlerest: 

National Responses Foreign Responses 
(Sample 27) (Sample 19) 

Excluded should be those volunteer work projects which: 

" do not serve the development of the * the volunteer is not able to handle, 
local community and do exclude en- considering his entry qualifications 
counter with people (19%) 	 (work with tools rather than
 

machines) (16%)
 

" use volunteers as cheap physical labor * emphasize para-military training, be
(response only from Latin America) cause it distracts from development 
(19%10) needs (16%) 

" do not actively involve members of - involve private business and require 
the local community, because other- outside material or equipment 
wise they do not value the work of support not locally available 
volunteers, (15%) (11% each) 

" do not involve motivation and atti- * involve large scale industry, office 
tudinal change, and those which con- work, large scale farming, farming 
tinue paternalistic styles (7%each) on marginal locations and do not 

lead directly to the betterment of 
life of local people, (5% each) 

" are not developed with volunteers' no answer (21%)
 
participation; do not lead to self
reliance; do not combine learning
 
and actual working; produce no re
sults (agriculture or poor locations
 
for example) or require too high
 
material investments (construction)
 
(4% each)
 

" no answer, (11%) 

These responses reflect opinion grown from practical experience with problems of volunteer 
work programs. Though the' represent a small sample of respondents, they point in the right 

directions. In general, large scale projects are not favored and emphasis is given to local 
community projects and small scale self-employment programs. The sensitivity of foreigners 
towards the para-military aspects of some Training and Employment Schemes accompanies the 

whole history of relations between Foreign and Domestic Development Services in this cate

gory. The reasons for this negative opinion are not related to a questioning of national defense 

or preparedness, but to a serious doubt of the educational value of military orientation for 
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youth, who need to personally grow and become skilled citizens before returning to their 
communities to become involved in local development. 

Nationals do not share this view, or at least they do not mention it as important. There are 
examples where the introduction of para-military programs has destroyed the developmentorientation of a service (Zambia). On the other hand, in Kenya and Malawi, the initial para
military emphasis shifted to development orientation, to employment preparation and job
creation in accordance with the increasing needs. 

The importance of the work service aspect of the overall program, in comparison with pure
training instruction, is reflected in the proportion of time spent for these activities, and the
location where they are carried out. In principle, four major types of work program emphasis 
or importance can be defined: 

F:r-t, Work programs in the home community are most often related to farming, coopera
ti., work, rural trades and home science. As instances, in the Benin Clubs 4-D and the Malaysia
r3rm Youth Project, work programs by far dominate the small amount of time set aside forformal training. In both cases the total service is home community bound. If one would like 
to assign a ration of time and program effort between work program vis-a-vis training, the
relationship would be about 80:20. For example, in Benin the rural Clubs receive about
5 hectar from the village, i.e., the volunteers' parents. Often this land is not cleared and re
quires improvement for agricultural production. By working the land every day during the
week, the volunteers meet with all the necessary skills and knowledge for successful farming.
Apart from subsistence agriculture they learn cash crop production, including that for industrial commodities. The latter provide the funds for the local Clubs to purchase seeds, tools,
fertilizers, etc., above that received through FAO assistance. Cash crop production is new formany small farmers and many Clubs have not yet used this potential to its fullest extent. All 
reports indicate, however, a better workmanship, improved yields in comparison with those of 
villagers, so that the parents become interested to learn from their children. As an elderly 
4armer from the Allada region explained (Clubs 4-D information): 

" saw our children start their farming here. At first, / did not believe much in it,
and / remember having told a friend one day who was talking about it: Oh, let
 
the kids have fun! Now, my little Assobga who is a Club member has become my
master in agriculture," he teaches my friend and me with much pride to sow the
 
corn in straight lines and to spread fertilizer. The Club's work is a model that
 
everyone copies because it is done right there by our children and the results are
 
excellent".
 

Somewhat different is the second group; here centralized training is combined with work 
Programs in local communities. In other words, the importance of work service is somewhat
rminimized in the overall program effort to favor a centralized and more "formal" training

nrogram. The Thailand Rural Youth Leadership Training, the Costa Rica and Panamanian
Servics for uneducated youth belong to this group. In these instances, the ratio of program
-'fort between work and training is estimated at 60:40.
 
The third group clearly has less emphasis on work-service programs. Here volunteers either
 

Work in the workshop of the training center (Malaysia National Ycuth Development Corps),')Cal trades, services or small scale industry (Kenya Village Polytechnics) orCmmerce (Malaysia National Youth industry and 
etlployment assignment, Pioneers Corps). The Programs often afford individualin contrast to work in groups. These services, with their heavy 
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emphasis on training rather than the work-service, at the same time are the ones most often 
tempted to copy standards and status symbols of "formal" schooling. Obviously, their 
difference from "formal schoolitg" is less unique and they do not offer as clear an alternative 
to the traditional education system as do those with clear work-service assignments. This is a 
serious problem which deserves attention because it can result in the self-defeat of curing the 
reasons why these services exist at all. In this third group the ratio of program effort between 
work:training is estimated at 20:80 (reverse to the first group). 

The fourth alternative comprises the large scale work programs in remote rural areas, clearly 
not community based, of the Kenya National Youth Service. In this case the ratio between 
work: training effort is 50:50. 

In the first, second and fourth groups, work-service is considered a crucial learning environ. 
ment, in terms of personal growths, skills and changed attitudes. Most services also take 
advantage of this special environment in the design of work procedure and permit volunteers 
to participate not only in the actual work but also in certain management and group functions. 
The latter is crucial, becausp :he use of volunteers simply as "cheap labor" reduces the educa. 
tional value and the ad'-ntage with which these services are endowed by their very design. It 
is believed that greater adoption of the Training and Employment Schemes characteristic of 
work and service in the third group described above would improve the quality of their 
contribution to society and their impact on the individual volunteer. 

Work Technology is an important aspect of the work program design of Training and Employ
ment Schemes-if the reasons for their very existence and their objectives are taken seriously. 
Preparation for self reliance, self-employment, development in rural areas, clearly requires 
the application of labor-intensive, local and intermediate technology. There are fine and 
imaginatives examples of how local technologies are applied in many of the Training and 
Employment Schemes. It would appear that this is a specific strength which should be 
nourished-especially in the light of the rediscovery and new importance gained by those 
forms of technology1 0 9 . Again the Kenya National Youth Service is an exception in this 
area. Employing the heavy equipment required for large scale public work projects, it stands 
out from all other services in this category. Indeed, it is an interesting example. The overall 
national acceptance and respect for the Kenya National Youth Service is clearly linked to the 
results achieved with this heavy technology: clearing land for tann settlements, fighting breed
ing places for diseases, building roads and air strips, helping in heavy earthworks in national 
parks and river banks. Yet, these work programs do not prepare the individual for follow-up 
employment. For the individual volunteer, it is the training program within the Kenya 
National Youth Service which is employment oriented and responds to primary needs of youth 
in Kenya. 

In principle, reports from most Development Services indicate that the advise against work 
programs that require investment in heavy materials and equipment. The logistics are difficult 
to manage-especially for short-term programs, and they are expensive. 

Finally, the impact of foreign technology on Training and Employment Schemes can create 
problems. This is true not only for work with highly specialized machinery-which affects 
only a few services in this category-but also for the import of simple tools. In the case of the 
Benin Clubs 4-D, some hand tools for farm work supplied by the FAO did not prove to be 
helpful and were rejected by local Clubs. Says one supervisor, "We received hoes, knives, rakes, 
long shovels, sprinklers, saws, hammers, planes, etc. We never use them, because none can use 
them. I can't use them myself. When we have extra funds (in the Club treasury from the sale 
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of cash products) we buy our own knives, hoes, etc. " (For more on this subject see Chapter 11On Foreign Assistance). 

The most important contribution foreigners can make to work technology are in two areas:improvement of workmanship and introduction of new skills using !ocal materials for creation
n' ,ew jobs. 

Tkp kind of supervision a work program receives also determines its effectiveness: 

6 Work supervision of volunteer projects by the local communities providesthe best oversight for programs carried out in their spheres. A certaintonomy 	 auon the part of the local community is important to keep the workresponsive to needs and fence off unnecessary bureaucratization through
centralization and standardization. 

a 	 Part-time supervision by officials from agricultural or community development agencies is helpful for technical/professional advice, but it always competes with other commitments these officials have, and a service should notcompletely depend upon them. Often, too, more than one agency is involvedin work programs and they compete for influence on the action as a whole.This kind of competition does not aspire to higher effectiveness but aimsrather for administrative power, and, in effect, hampers th3 service. In otherwords, using available governmental channels for work supervision instead ofhelping, may become part of the problem. 

a 	 Work supervision in industry, commerce or 	workshop employment is conducted on an individual basis by various businesses employing volunteers.They emphasize employment conditions and workmanship, and-of course
-orovide valuable linkaqes to later employment, but they are less local 
community-oriented. 

6 	 As explained earlier, the Kenya National Youth Service has developed anin-house" supervisory structure with their staff ranks, drawing on no
outside resources for these functions. 
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in 	Training and Employment SchemesFinally, opinions about the success of work programs 

were expressed during interviews in replies to the question: 

your judgmenr, which factors contribute most to the success of volunteer work projects?"
"In 	

gives the percentage of 
(For rating options see Appendix A-4, Card No. 3). Table 20 

or third priority to factors for success. The national
respondents who assigned first, second 

responses are based on a sample of 27 respondents, the foreign results on a sample of 19.
 

TABLE 20. RANKING OF FACTORS FOR WORK PROJECT SUCCESS 

National Response Foreign Response 
Prio'ities Priorities 

2. 3.1. 2. 3. 1. 

Factors for Project Success % % % % % % 

42 10" Local community related 70 7 - 21 

7 4 26 10 21Accentance of vo!unteers 22" 
by local community 

7 7 - 21 5* 	Volunteer particioation in 14 

management of their work
 

* 	Social development related 11 25 4 5 5 5 

22 18 47
• Rural/agricultural develop 11 10 

ment related 

7 21 10 
* 	Leadership and understanding - 4 


of sunervisors
 

1011 11 - 5 10* 	Sufficient financial resources 

7 11 - 10 
* Quality of equipment and 4 


tools for work
 

This review indicates that both nationals and foreigners assign highest third and better priori

ties (out of 19 options) to local community and rural/agricultural development projects which 

ensure the success of volunteer work. Foreigners differ slightly in emphasis by assigning higher 
Both also 	assign high priority to the

first preference to the agricultural production aspect. 

factor of volunteer acceptance on the part of the local community, and volunteer participa

tion in the managment of their own work. There is wider difference of opinion concerning the 

influence 	of leadership of supervisors, sufficient financial resources and the quality of equip

tools. Foreigners assign the leadership qualities of supervisors a higher importance,ment and 
whereas nationals emphasize the availability of funds, tools and equipment. National and 

regional officials stress the quality of equipment and tools more than local people do. 
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In conclusion, the assesment of work programs of Training and Employment Schemes revealthe following important factors for success in comparison with the objectives of the servicesand the problems to be solved: 

1. 	Clear distinction of a work-service effort from other parts of program tasksenhances the uniqueness and acceptability of services and offers a certainalternative to schooling and other forms of training/instruction. 

2. 	 Locai community based programs are generally preferred to large scale workprojects, because they represent realistic environment and learning through
people to people encounter. 

3. 	 Learning-earning schemes preparing volunteers for employment, preferably self-employment, in agriculture, rural trades and services are considered
the most effective tyroes of projects. 

4. 	Work technology should be locally based and provision of outside materials,tools or equipment should be avoided, or supplied only on the basis ofgenuine local requests after careful evaluation. 

5. Villagers and volunteers should actively participate in the work and manage
ment of their projects. 

4. Mobilization of Citizens 

lMobilization of citizens is a major reason why Training and Employment Schemes were establiShed at all. Most services address three groups of people in an 
attempt to get them involved:
 

1. 	 the potential volunteer 

2. 	 the parents and local community to permit the volunteer to participate in 
the service; and 

3. the citizens of the community who receive the service for: 

a) 	 acceptance of the volunteers and the service idea, and
b) 	active participation in the program. 

te decision on the part of the volunteer to leave the confinement and support of the family, 
0' 	 communityor

ilization tribe and to participate in a Development Service is in itself an act ofwhatever the motivations may be, it already represents a change of attitude. AtStep irnself-development has"Yond 	 been taken, by extending thethe familiar group 	 range of communicationsof 	people, to people from other backgrounds. Thedeunitie te volunteers leave behind are 	 families andaffected too. Their range of communications is 
oenlY extended beyond their immediate local concerns to their sonsther locations. But 	 or daughters servingeven if volunteers do not leave their villages but serve at home, theiris directed 

rceptions 
from the outside, their communication range is expanded, and their traditionand attitudes are challenged. In 	 other words, mobilizationtrnunication with 	 begins through 

dtlieir message. 
a wider spectrum of people and ideas, with acceptance of these people 
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Opinions about the acceptance of the service on the part of family and home community were 
obtained in interviews from both nationals and foreigners (total sample 46): 

"In your opinion, what do volunteers' families and communities think about 

their serving?" 

* 67% approve, because the service: 

- Offers an opportunity for education, new experience 
- helps to find a job afterwards 
- provides para-military training which is good for discipline 
- gets parents actively involved, learn also 
- keeps youth occupied and busy 
- provides more status 
- aids youth with food and clothing 
- teaches responsibility and 
-- removes youth from dangers of society. 

0 24% Satisfactory, but depends on whether: 

- there is a good community organization 
- volunteer isnot used as cheap labor but community gets actively involved 
- the service encourages running away from home. 

a 2%Think it is a waste of time, nothing serious. 

* 3% Dont' know. 

To the follow-up question: "How often did you encounter resistance against this service?" 
The respondents replied: 

5%Frequently
 
17% Occasionally
 
41% Rarely
 
15% Never
 
22% N.A.
 

Answering to: "Who resisted the participation in the service?" the respondents indicated the 
following frequency: 

- Fathers (40%) 
- Mothers (18%) 
- Volunteers themselves (18%) 
- Community and other family members (12%) 

When asked why they encountered resistance "frequently or occasionally", respondents 
replied that resistance from communities and families was due to: 

- Misunderstanding of concept and objective of service 
- Youth is needed for farmwork at home 
- Youth serves in other villages and not at home 

Son or daughter could earn more elsewhere 
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- Service is multitribal
 
outside the village while, traditionally, families
- Son would try to marry woman 


arrange marriages
 
Fear that service in another community is not safe and secure for their youth 

Concern that children will be lonely in another community. 
-
-

Volunteers resist because: 

- they never receive clear explanation of the service's policies
 

- governmental materials for projects are promised but are not forthcoming
 

- drill and para-military training;
 
- no communication with staff.
 

These opinions point to important areas affecting the acceptance and support on the part of 

the volunteers and their families. Acceptance and support are hindered further by: 

1. 	Lack of communication concerning objectives, policies, arrangements for 

volunteers, etc. 

2. 	 Lack of opportunity to become involved; volunteers and communities are 

"recipients" of drill or services rather than accepted as participants 

3. 	Tribalism and consequent barriers of cross-cultural understanding and 

communication. 

The 	acceptance and participation on the part of community receiving the project is another 

of concern. In many instances Training and Employment Schemes carry out their projectsarea 
inother than the volunteer's home community. The following five factors were identified by 

national and foreign interview respondents (sample 46) as contributing most to the acceptance 
of adeve!opment service: 

1. 	Results, effectiveness of service concerning employment of youth, settle

ment of young farmers, youth involvement, discipline etc., (42%) 

2. 	Solves community problems, integrates volunteers into community and 

permits community participation (19%) 

3. 	Contact with other youth organizations and youth's understanding of the 

service (11%) 

4. 	Solves youth problems, educates them, effectiveness of training (7%) 

5. 	Public information, positive press and mass media (6%) 

6. 	Others (15%) 

Table 21 specifies the areas of participation in Training and Employment Schemes on the part 

of local communities and inditJual citizens outside the service. 
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IN TRAINING AND EMPLOYMENT SCHEMES
CITIZEN PARTICIPATIONTABLE 21. 

Citizen/Community Pirticipation 

Volunteer Training Work Programs Supervisory/Advisorv 

Organization Recruitment Location Trainers Planning Joint Work Supervision Board of Organization 

1 2 3 4 5 67 8 

BENIN: 

Clubs 4-D Yes Yes 

Village 

- Yes Sonetimes 

parents 

Yes 

help 

KENYA: 

-National Youth Service 
YesYesYes YesYes Yes

-Village Polytechnics Local V.P. 
Village 

MALAYSIA:	 -

Youth Pioneer Corps Yes 
-National 

Industry, Industry, 	 Industry. 

businessbusinessbusiness 

-National Youth Development Corps Yes -

YesYes
Yes -Yes 	 Farmers Associations-Farm Youth Project 

THAILAND: 
-

Rural Youth Leadership Training Yes 	
Sometimes 

COSTA RICA:	 Yes YesYes 
National Youth Movement Yes 

Sometimes Sometimes 
- Yes 

PANAMA:	 -Yes 
National Volunteer Service 

1 Sometimes 

ILISA ACTION Not Neces- Yes - -Yes YesYes Yes
Yntlh Challenge Projects 
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Training And Employment Schemes 

As could he expected the easiest way of participation is in recruiting and preselecting candidates (column 2); this requires only part-time involvement and concerns only key persons of acommunity such as! village chiefs, religious leaders, heads of farmers associations, local govern
,nent officials. 

A higher degree of participation is achieved in areas like: joint work projects (column 6),surervision of wotk projects (column 7), and participation on supervisory or advisory boardsof the whole volunteer service (column 8). All three involve some form of participation indecision making most often related to the management of the program and less to the policies.Also, as described earlier, local communities contribute-most often in kind-to the cost ofthe service and manage local earnings from project activities (Benin Club 4-D). However, noneofthp services provides participation in the financial management of funds for a local project,31aSoect many professionals consider crucial for serious participation. 
Traiing is an area with a low degree of community or individual citizen participationicclumns 3 & 4). This is often due to the location of training in centers rather than incommunities. However, the participation of citizens as trainers in 

local 
transmitting speciA skillsand experience to volunteers is on the increase with all Domestic Development Servikes. Manyof these services appreciate the lifelong experience of these citizens, in contrast to the formallyeducated, as a special asset for involving volunteers in a learning process. However, this doesnot effect those services aiming at a certification of their training programcertified trainers. Often which requiresa larger degree of community participationeducational regulations. Again, this is 

is prevented by currentan area where the procedures and standards of current'formal" education, not yet opened to a 
lifelong education system, deter the development

Ofalternatives and the participation of citizens.
 

"In
Your Opinion, who in the local community are the key persons in support of and cooperaror wirh volunteers?" National and foreign respondents (sample 46) most often named: 

1. Village chiefs, headmen (24%)

2 Local community councils (19%)

3. Religious leaders (13%) 
4. Local administration, municipalities (10%)
5. District officers (including youth officers) and teachers (7% each)6. Parents of potential or actual volunteers (6%)
7. Others (16%) 

These replies are, of course, influenced by local cultures and traditions. Village chiefs received"ecially
'igher in 

high ratings from African and Asian respondents, whereas municipalities were rated 
rel~qiO. .Latin America. Equally strong in allR us lelders regions is the ranking of community councils,teachers and District officers. The sixth ranking refers to the case of the11Clubs 4-D which gives parents an equally high importance as the village chiefs. 

"Uher to the question "Who exhibited the least understanding and support for volunteers
°rfjing inthe vilirage and why?"respondents (Sample 46) cited:
 

1 None (15%)
2. Youth of the same age, because they do not understand purpose of the ser

vice, voluntarism (13%)
 
3, The Poor and illiterate, because they do not understand the service and are
anyway dependent upon the community (9% each)
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4. The literate and the rich, because they think volunteers are a threat to their
 
positions and holdings (7%each, replies came only from Latin America)


5. Younger women (6%), younger men, older men and women (4% each),

because it is difficult for them to understand the concept of economic 
self-reliance 

6. 	 Others (9o) 
7. 	 No opinion (13%) 

Lack of information and misunderstanding are obviously the main reasons why the lack of 
support isfairly widespread. 

To the question: "In your opinion, which factors most helped the cooperation between this 
service and the local community?" both nationals (Sample 26) and foreigners (Sample 19)
ranked factors as is shown in Table 22. (For choice of factors see Appendix A-4 rating Card 
No. 	7). 

TABLE 22. FACTORS HELPING COMMUNITY 

Factors helping most: 

1. Belief of the local community 
that the service will change 
their situation 

2. Work project was requested by 
local community 

3. 	Strong leadership in 
community 

4. 	Villagers participated in 
supervision of volunteer 
projects 

5. 	Volunteers came from local 
communities 

National Respondent 

Priorities: 


1. 2. 3. Totals 
% % % % 

COOPERATION 

Foreign Respondent
 
Priorities:
 

1. 2. 1 3. Totals 
% % % % 

27 19 4 50 32 21 5 58 

27 12 8 47 21 10 16 47 

12 19 12 43 5 10 16 31 

- 12 19 31 5 16 26 47 

8 8 12 28 16 5 5 26 

The data in Table 22 confirm that the hope for changing conditions in the local community is 
a high factor aiding cooperation. Also, active community participation in planning and super
vision are crucial for obtaining local support. Finally, it isnoteworthy that: 

• 	 both nationals and foreigners give about equal total ranking to factors Nos. 2 
and 5; 

* 	 factor 1 is rated of slightly higher importance by foreigners; and 
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* factors 3 and 4 are assigned opposite priorities, with the foreigners preferringvillagers' participation over strong leadership in the community. 

Thble 23 lists the factors hindering community cooperation: 

TABLE 23. FACTORS HINDERING COMMUNITY COOPERATION 

National Respondents 
Priorities: 

Foreign Respondents 
Priorities: 

Factors hindering most 
1. 
% 

(sample 17) 
2. 3. 
0,% % 

Total 1. 
% 

(sample 9) 
2. 3. 
% % 

Total 

C-,!It'ral and religiouts 18 29 29 76 22 44 33 99 
1:0ritions 

2 Cnn'!icts with other agencies 
assisting the local community

2 Conflicts among villagers 
4 Work p)roject was assigned 

!)v national development t)lan
E Levelof literacy, general 

Pdtr.r3tion of community 

12 

41 

5 

5 

41 

5 

-

5 

23 

5 

12 

5 

76 

51 

17 

15 

22 

44 

-

11 

33 

11 

. 

11 

22 

-

. 

11 

77 

55 

33 

'° samles of this ranking are very small since fewer respondents took an affirmative positionhindering factors. However, as an aid to improve local acceptance, knowledge of these
T"I'lirian factors is more important 
nderina factor, 

than of the elements which hell) cooperation. The outgiven highest priority by both nationals and foreigners, is the.ic!among villagers. This is a very human problern, occuring in all closely knit communi
..'ere social control plays an')Utside world new important role in day-to-day life, Only the opening to theideas, higher education and higher incomes-and, perhaps, fair local leader!+ 0-3Can change this situation and overcome this hinderance. In total ranking, of third and 

rriorities, the cultural a,-d religious traditions, and the cunflicts among agencies, are'ed first and second. This should not be a surprise: 

" The need for change of attitudes was one of the reasons why these services 
were established, and it is here in the local community cooperation that thischallenge for change begins. In other words, all services which do not plan toinvolve local communities ;n their project, do not honestly tackle the prob
lem of attitudinal changes. 

* The problem of effective administration and management coordination againis pointed out as a concern, this time on the village level, hindering what isone of the most important aspects of success, the participation of the indi
vidual citizen and the community. 
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Also, not suprisingly, the foreigners believe more in the importance of literacy and "formal, 
education affecting cooperation with local communities, in contrast to the more cautious P0si 
tion of nationals. However, surprising is the hinderance factor attributed to work projects 0, 
National Development Plans. It seems in general that foreigners overrate the importance 0, 
national development projects, whereas natirnals are more cautious and clearly give significani 
higher rating to work projects from local communities (see No. 2 helping factors Table 22). 

In conclusion, this analysis explains that citizen participation in Training and EmploYrnen, 
Schemes is not an end in itself, but a decisive means to achieve the objectives and eliminate0a 
modify problems because: 

1. 	 the needed change of attitudes requires the local encounter between the 
service and the community 

2. 	 the environment for experiential learning of skills and civic roles is most real 
-and least contrived-in the local community where the volunteer is is 
expected to return and perform upon completing service 

3. 	 jobs for these volunteers are created on the local community level and not 
on the overall national scene. 

ACHIEVEMENTS 

The achievements of a Development Service are indicated by the total program output. Th, 
effectiveness is established in a comparison of program outputs with the objectives, needs an( 
the reasons for its very creation. The extent to which the problems have been eliminated o 
modified indicates the effectiveness. 

The Program Output (see also Diagram No. 2) is described in terms of: 

1. 	 Quantitative achievements (coverage) which represent the number of volun
teers participating and training and work projects completed, in comparison 
to the needs in terms of geographical and population distribution. 

2. 	 Qualitative achievements (volume) which represent the level of performance 
of program activities (inputs and tasks) in comparison with the reasons for 
the establishment of the service; whether the problems have been eliminated 
or modified. It indicates the services' overa'l effectiveness. 

Quantitative Achievements 

The quantitative achievements of Training and Employment Schemes concerning the numbe 
of volunteers, geographical and age group coverage are displayed in Tables 8 and 19 and wef 
discussed in previous Chapters. It would be redundant to repeat the discussion at this point bu 
the following summary will help to recall the findings: 

1. 	 Training and Employment Schemes reach only a small portion of young 
people in comparison to the age group in need of such services. Most are still 
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in the process of expanding the service to all geographical areas of their 

country. 

2. 	 Increased numbers of volunteers and communities involved is necessary 

if the coverage of the service is to be improved. 

program quality3. 	 Expansion to a larger size of service without risking the 


depends on the following factors:
 

man-year, especially administrative* 	reduction of costs per volunteer 

overhead for central administration
 

* decentralization of organizational structure, management decision-making 
and supervisory functions 

* 	improvement of field staffing 

* 	local community participation in funding (provisions in kind, contribu

tions in cash if possible) and in program execution 

e strengthening of linkages to resources (policy, education, training, finance) 

and to those using the output (employment, local economy). 

!n general, the quantitative and qualitative achievements are interlinked and the expansion in 

eze requires changes in qualitative arrangements-the famous Hegelian principle applies here 

100. 

Oualitative Achievements 

As in any learning activity, qualitative program outputs are not easily identified or assessed. 

", fact, most of the important achievements will come to light not via quantifiable facts in a 
tertain present time span, but at a much later period, when it is impossible to trace the influ

"'ce of the service on such an individual performance. But even now some general indicators 

'' qualitative achievements are discerned, including: 

" 	 New skills or improved working methods 

" 	 Development work project completed with the help of volunteer manpower 

• 	 New jobs or employment entry created for volunteers and maintained 

" 	 Linkages to continuing education established, education system changed 

* 	 Extent of citizen and local community participation in overall service activi

ties and local development projects. 

rOllowing. is a summary description of achievements of each Trining and Employment 

Sl m e: 

BENIN Clubs 4-D: improved methods of farming, crafts, home science have been learned and 

'lemonstrated by volunteers according to all reports received. The farm production of the Club 
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is superior to those of most villages. There are instances reported where village farmers accept
the better farming methods from the volunteers; a number of these farmers are parents whose 
children participate in the full-time service. There is no participation in Club activities Other 
than by villagers; the acceptance and support by the village chief and parents iscrucial for the 
Service. Villagers participate by providing the land for the Club activities and farming project
The Clubs 4-D have not yet been able to set a time frame to later settle the over 1000 young 
men and women in small farms and trades and thus the duration of service is indeterminate. 
This fact accounts for many young volunteers departing with disappointment, with a resulting
reduction in strength of the overall Service. The linkage to continuing self-employment is now 
the crucial test whether the Clubs will succed or fail. While it is not known whether the Clubs 
serve all areas of Benin; it is planned ultimately to have one Club per village (total 2000). 

KENYA National Youth Service: Achievements related to the individual volunteer include: 

* Between 80-90% of the volunteers participating in a 12-months vocational 
training course graduate with a Grade III Trade Test (recognized worker 
qualification for industrial employment) 

" 	 A limited number of volunteers extend their services for another year (total 
3 years) continuing their vocational training at the Service's central work
shop or other training facilities to complete the Grade II Trade Test (next
higher level of qualifications for industrial employment) or the Special 
Earning Certificate leading to an agricultural career 

" Increasingly, industry and business place their manpower demands with 
KNYS and prefer direct hire of volunteers (Grade II and Ill), after comple
tion of service, to hiring from the open labor market; about 8,000 (out of 
20,000) former volunteers have been placed in direct employment; 

" 	 About one third of former servicemen and women enter urban employment
in the private and public sectors,whereas two-thirds remain in rural areas, 
most of them in self-employment either in farming (including land settle
ment) and/or small business and trade. 

The Kenya NYS is designed to carry out large scale public works projects in remote areas, of 
which the following have been completed: 

* 	 405 miles of road construction 

* Bush clearing, especially to combat tsetse fly infestations 

* 	 land clearing and construction for two agricultural settlements 

* 	 access road construction to three agricultural settlements 

6 	 demonstration projects for low cost housing 

* 	 river embankment construction for flood control 

* 	 100,000 trees planted 

• 	 access road, dams and irrigation construction in 4 National Parks 
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There is no local citizen participation in the service but NYS is well accepted by the general 
public as a program which helps youth. Families support their sons and daughters if they wish 
to serve, and the participation of NYS in the celebration of national holidays is a matter of 
pride to Kenyans. The Service operates in all Districts of the country and has a recruitment 
policy which ensures participation from all regions. 

KENYA Village Polytechnics: It is difficult to assess the achievements of this three year old 
program. The evaluation mission conducted jointly by the Kenya Government and the Nor
wegian Development Agency (NORAD) made these observations on V.P. achievements63: 

• 	 About 50-60% of V.P. cornpleters found paid work or self-employment in 
their home areas 

0 	 Only 33% of female V.P.'s found paid work or self-employmen,. 

0 	 V.P.s more readily gained employment in comparison to other young people 
with equivalent schooling, and even in comparison with secondary school 
leavers 

* 	 Achievement of self-employment strongly depends on local markets, and 
opportunities to link farming or trades to more central markets (the assist
ance given by German volunteers (DED) in setting up local cooperatives and 
strengthening them through a Union of Cooperatives is important in achiev
ing self-employment); 

• 	 New emphasis on farming on their own land not only increases agricultural 
production but also expands the variety of products for local consumption 
(nutrition) and marketing. 

Community participation is strong. Village Polytechnics are self-help schemes at the local level 
operating with outside support: the local community runs the V.P. through a Managei-ient 
Committee; there are also local sponsors, e.g. churches, who support the program. The Manage
ment Committee organizes local support, supervises a survey of the community, raises funds, 
appoints managers and instructors, educates the community, and makes all vital decisions 
Concerning the V.P. operations. V.P.'s enjoy wi !e public acceptance and support by the 
gvernment and the private sector. 

MALAYSIA National Youth Pioneer Corps: Local communities participate in the recruitment 
of Pioneers The vocational/technical training and ensuing employment are supported by 
b"sness and industry, the MARA Institute of Technology and the Industrial Training Institute. 
They participate in curriculum design for skill training, conduct on-the-job training for 

ioneers assist in providing apprenticeship places or scholarships for further education of 
Pioneers after completion of service, and assist in providing jobs for pioneers as semi-skilled 
Workers. 
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The extent of achievements of the employment objectives isreflected in the following employ. 
ment statistics (period 1966-1971): 

Field of Employment Number of Former Pioneers 

" Agriculture (mostly at home) 333 14.7 
" Land settlement 233 10.3 
" Craftsmen, industry - hired 176 

- self-employed 8 184 8.1 
" Government- Federal 473 

- State 99 
- City 6 578 25.5 

" Public administration 
- National Electricity Board 3 
- Harbour Administration 13 
- Others 62 78 3.4 

" Military Force 186 8.2 
" Police Force 407 17.9 
" Continuing education 94 4.2 

(MARA Institute of Technology) 
" Unemployed, drop-outs 175 7.7 

Total number 2,268 100.0% 

MALAYSIA National Youth Development Corps: Local communities participate in the re
cruitment of volunteers. Farmers' organizations, private business and police cooperate to find 
employment for volunteers when service has been compieted. 

Following statistics (period 1969-1973) indicate to what extent the NYDC experience carries 
weight in employment opportunities for the semi-skilled: 

Field of Employment Percentage of 
Former volunteers 

" Agriculture and land settlement 45% 
" Police volunteer reserve, police cadets 35% 
* Further vocational training (NYPC) 10% 
" Private industry and business 3% 
" Self-employment 2% 
" Unemployed 6% 

MALAYSIA Farm Youth Program: No complete report of the three year old program isavail. 
able: The following data reflect its expansion: 

1971 1972 

Number of Participants: 343 344 2,530 
Number of Projects: 80 131 353 

1973 
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The projects are supported by farmers' organizations on all levels. These individual examples of 

were cited in reports:rchievement 

* 	 establishment of local cooperatives for crop production and marketing 

6 	 intergrated cattle breeding project on State level carried out by youth 

0 	 fishery projects expanded after initial project was successfully completed by 
youth. 

In qeneral, the following achievements were most often cited in various reports: 

" 	 job creation in rural areas in: agriculture, infrastructure improvements and 
trades 

* 	 helping to solve the problem of under employment of rural youth through 
introduction of new crops and increase in yields (expansion of volume of 
agricultural production creates jobs). 

Ri r.-! .outh Leadership Training in THAILAND: The village tambon committee, headmen, 
,ind other village authorities (religious leaders) participate in the recruitment of qualified candi
dates, and later cooperate in the establishment of youth clubs. Youth organizations, especially 
student groups have supported the program since the October 1973 student riots. In a few 
cases villages as a whole have worked in projects of the service. In one instance, a village gave 
rupport to a cooperative established by a youth club under the leadership of a volunteer in the 
program. 

In 1975 the first group of participants graduated. They achieved the equivalent of a secondary 
'echnical education and are eliqible for examination to receive certification as secondary 
scheol graduates. During their four years' training/work project assignments, volunteers have 
established youth clubs in their home villages and carried out agricultural projer.t. , but no data 
9- as Yet available concerning the extent of achievement. The indications from interviews are 
'J'a technical skill training has been attained quite satisfactorily, but the transfer of leadership 
]'J Htits was difficult to assess, especially since volunteers were still under the constant guid
3-nr:e of supervisors during their work programs. 

COSTA RICA National Youth Movement: Two programs of this combined service, one for 

'erducated youth and one for secondary pupils, belong in this category of Training and 
C-m1royment Schemes. Unfortunately the reports on the achievements are not very detailed 
"Id d, not make distinction between the various programs. For the overall movement the 
'Ollowing employment of former volunteers in 1974 was reported: 

Field of Employment Number of 
Former Volunteers 

" Agriculture at home or land settlements 3,500
 
" Craftsmen or technicians 25
 
* Public works construction 	 40 
* Public transportation 	 200 
* Public administration 	 500 
* Education (teachers) 	 250 

Total: 4,515 
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It is unknown whether these employment figures concern the volunteer enrollment of only 
one year or more. Therefore, an assessment of the employment achievement in comparison 
with the total number of volunteers is not possible. It is assumed that employment figures in 
the first four areas concern the training and employment programs since they are compatible 
with the volunteers' .kill level. Generally speaking, various sources mention the increased 
awareness of youth concerning nationdi development efforts and their obligation as citizens in 
building the nation through service in local communities. 

PANAMA National Volunteer Service: For this combined service the reports also do not 
distinguish between achievements of the training and employment program and other branches 
of the service. A 1970 evaluation (Evaluaci6n del Servicio Nacional de Voluntarios, DIGEDE. 
COM, Panama) came to various conclusions concerning the overall service. Listed here are 
those applying to the Training and Employment branch of the service: 

"1. 	 The Panamanian communities are aware (in a positive manner) of the work 
of the National Service of Volunteers. 

2. 	 It is difficult to measure the type of assistance provided by the program and 
it seems to require long periods of application before it can be accepted as 
part of the life of the community. 

3. 	 In general, the majority of the communities that have had SNV programs (on 
a continuing basis) regard them as a helpful and useful experience to the 
community. 

4. 	 The activities of the SNV are probably not being coordinated as well as they 
could be with other community development efforts. 

10. 	 The volunteers require a lot of guidance and direction for the SNV adminis
tration. This aspect will be more critical and evident when the program 
expands.
 

11. 	 Full-time volunteers have a more positive impact in the communities than 
the summer ones (Study-Service branch), and are viewed by the communities 
in a more positive way. 

14. 	 The concept of recruiting volunteers from the same communities where they 
will serve is probably a new and efficient approach which has assured SNV of 
an almost immediate success. On the other hand, summer volunteers who 
generally come from outside the communities where they serve, have certain 
difficulties in achieving the objectives oudined for their respective programs. 
A combination of a person from outside and a member of the community, 
both volunteers, would form a dynamic team with great possibilities of 
success. 

15. 	 The supervisors feel confused as to their role. It is necessary to clarify to 
them the objectives of the program and the duties assigned to them. 

18. 	 The experience of SNV has a significantly positive impact on the attitudes of 
the young people who become volunteers. It is a good way to expand the 
horizons of young people, develop leadership, particularly at the community 
level as well as to help cnmnmuInitips' fforts to help themselves. 
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Training And Employment Schemes 

No data are available as to what extent these volunteers, who servedfound employment after completion of their service. 
in their home villages,

It seems that the service is conceived asmuch an end in itself than as a means to achieve certain objectives and solve societal problems. 
As pointed out earlier, the two programs of ACTION, USA that fallexperimental programs in this category arein the early stage of development and no achievement information isvot available. 

CONCLUSIONS ON EFFECTIVENESS 

The comparison of program activities and output of Development Services with their objectives, needs and the original problems (reasons) which caused their establishment indicates theextent of effectiveness of a service. In other words, Development Services are only as effectiveas they are able to change, i.e. modify or eliminate, the conditions which caused their establisnment. Any change in the conditions of the original problem in terms of numbers of youthtrained, qeographical area of population covered, skill level or employment attained in a specified time frame indicates the extent of effectiveness. Only this comparison of achievementsv..'th objectives, needs and original reasons provides the insight and appreciation of the currents;tJat;on concerning the effectiveness of Training and Employment Schemes. 
These indicators of effectiveness of the societal role of Training and Employment Schemes can 
h,, derived from this assessment: 

The extent to which: 

1..... a sizeable number of youth, belonging to the marginal group is reachedby the Service in comparison with the total age group in all regions of the 
country; 

2. .... training of a service, linked to "formal" education is:(a) meeting the actual needs of youth for skill training as an alternative
approach to schooling, andb) moving the closed "forma!" education system to an open lifelong (recurrent) education system. 

For example, the programs of all Training and Employment Schemes wereeffective in varying degrees in (a), but with the creditation of their trainingprograms, the Kenya National Youth Service, the Malaysia Young Pioneersand the Thailand Rural Youth Leadership Training went further and changed
the system, achieving a modification of causes (b). 

. ... volunteers having obtained useful employment following completionof service, and over a longer period of time, indicates the level of theservice's effectiveness in:(a) meeting the employment needs of youth by linking the service to the 
existing job market, andb) altering the employment system, especially the informal sector, by creating jobs through small farmers' settlements, agricultural infrastructuredevelopment, production and marketing (cooperatives, irrigation, drain
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age, savings and loan institutions, etc.), and self-employment in rural 

trades and services. 

Cases in point are the Kenya National Youth Service and Village Polytech-
Farm Youth Project andnics, Malaysia's National Youth Pioneer Corps and 


Costa Rica's National Youth Movement.
 

4. 	 . . . local communities or individual citizens participate in the service and 

mobilize citizens, concerning: 
(a) 	meeting needs for actual involvement in self and local community 

development, and 
a whole and the country's(b) 	 changing the attitudes towards the nation as 


development of self-reliance.
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5STUDY-SERVICES 

This Chapter reviews in depth the Study-Services in Nigeria, Thailand, Costa Rica, Panama and 

thr United States which provided data for this evaluation. Detailed descriptions of individual 

services are contained in Volume II, Compendia Nos. 9, 10, 18, 19 and 20/3. Also Study-

Services operating in Columbia, Ethiopia, Indonesia, Nepal, Malaysia, Thailand and the United 

[,.inrdom are taken into account (see Table 1). 

The technique to analyze Study-Services is similar to the one used to assess Training and Em

in order to avoid redundancy, definitions and prinployment Schemes (Chapter 4). However, 

ciple features will not be repeated here. Cross-references will indicate relevant paragraphs in
 

,other parts of this report for easy comparison.
 

Study-Services comprise the service of students who are enrolled in educational institutions. 

Sometimes the service is titled "University-Service" or "Service-Learning". While service

is a feature of all categories of Development Services, the term Study-Service impliesI-arning 
hat the program is: 

intentional educational effort linked to educational institutions at various1. 	an 

levels, and
 

2 	 isdevelopment and work/service oriented as defined in this study. 

the services rendered byUniversity-Services", on the other hand, exclude by terminology, 
Students from educational institutions other than universities. While student involvement in 
service isnothing new, growing out of the special educational environment and the initiative of 

he students themselves, the concept of Study-Service is unique as it links the curricula with 
development work/service. As Alec Dickson pointed out in his article, "Linking Study with 

Service" 2 9 , the disenchantment with schooling is not solved by "establishing a separate or
.7anizaion-often at enormous expense--devoted in part to undoing the attitudinal influenc: 

~fthe educational system... The adjustment that is proposed is not a revolutionary one... 

/n7academic language, it might be called the curricular approach to community service. " As an 
exPeriential learning program, Study-Services may or may not be for credit integrated into aca
demic learning. 
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Today, many Study-Services exist, especially in Third World Countries: 

Africa: 	 Ethiopia (founded 1964, obligatory service), Ghana (1973, obligatory) 
Nigeria (1973, obligatory), Tanzania (1968, obligatory). 

Asia: 	 Indonesia (1973), Iran (1963, alternative to military service), Nepal (1973, 
obligatory), Pakistan (1953, obligatory), Philippines (1968; 1972), Thailand 
(1969). 

Caribbean and Bolivia, Brazil, Colombia, Costa Rica (1970), Jamaica, Mexico, Panama 
Latin America: (1970), Peru. 

Europe: 	 United Kingdom: Community Service Volunteers is the only volunteer service 
providinq Study-Service to secondary students for credit. 

North America: 	Canada: World University Service Canada (1957), domestic program; Fron. 
tiers College, Toronto, providing Study-Service opportunities to develop the 
northern regions of Canada and assist minorities. 

USA: University 	Year for ACTION (1971, governmental), the only nationally 
organized service; there are a large variety of local and non-governmental 
Study-Services organized by universities and colleges, the first in 1910 by 
Antioch College in Yellow Springs, Ohio. 

WHY STUDY-SERVICES?
 

As several times earlier, again the question is raised: Why at all? Three major causes can be
 

ideltified: 

1. Limitations 	of current higher educational system 

2. 	 Lack of skills and social/technical services in rural areas 

3. 	 Cultural, racial and social gaps among people of one nation and the need to 
develop self-reliance and learn to jointly solve societal problems 

These three reasons are, of course, interrelated. 

Limitations of Higher Education 

In project countries only a very small portion of the school age youth has the opportunity and 

privilege to attend tertiary educational institutions as Table 24 reveals: 
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Study-Services 

TABLE 24. THIRD LEVEL EDUCATION IN PROJECT COUNTRIES* 

Country Third level School enrollmentYear (percentage of 20-24 age group) 

Africa:Dahomey 
Kenya 
r!iqeria 

1970 
1970 
1970 

0.14 

0.30 

MFF) 

MF 

Asiairldonesia 
Malaysia - Sarawak 

1970 2.21 MF 
Malaysia 
Thiain 

- West T 1,a iI ar Irl 19709652.03 
1965 

0.49 
03 

1.64 

MF 
MFMF 
MF 

CostaLatin America:Pica 1970 10.41 MF 

1970 6.58 MF
' 
comrarison tertiary enrollment in volunteer-sending countries is: 

North America: 
' :,ada 1970USA 1970 26.61 MF b) 
-urope: 49.23 MF b) 
,erlmarl( 
3 1970
'rthnands 17.95 
 MF1970 

K. 14.05 MF
1970

'K. 19.61 MF1970 n.a. 
(1965) (8.71) MF 

UNESCO Statistical Yearbook, 1972 

a) MF = Male and Female students 
h) includes undergraduate students who in Europe, if they attend technical colleges,are accounted for under post secondary education, i.e. second level enrollment (seeTable 6 for Third World Countries). 
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This Table demonstrates that especially in Africa and Asia few students have the opportunity 
to continue from second 'evel to third level education, whereas Latin American countries en 
roll three to five times more students in higher education. In Europe and North America virtu 
ally all-who are capable and desire it-have access to this level of education. While Some 
European countries currently are encountering an acute shortage of student places in compari. 
son to student applications, it turns out this is not so much a question of absolute places avail. 
able but rather a question of management of classroom space and faculty time37 

Considering the liroited number of students in developing countries higher education is even 
more a privilege and the question of quality and relevancy of it for employment needs be. 
comes crucial. But also industrialized countries are deeply concerned with the same questions: 
How useful is higher education for employment? Does it provide a meaningful learning and 
growth experience for the individual to prepare him for life as a responsible citizen? 

Developed and developing countries alike are struggling with the limitations of higher educa. 
tion in preparing students for life. Most developing countries inherited the higher educational 
systems from their former colonial powers and are concerned with developing workable 
systems of their own. Industrialized countries have discovered that needs are not easily deter. 
mined and moreover change faster than the educational system is willing or able to accom. 
rnodate. It would be beyond the scope of this study to analyze in detail the problems of higher 
education. They are complex, and are related, for example, to confining learning to disci. 
plinary approaches rather than o)ening education to problem solving learning. In other words, 
we have lost the ability to comprehend the "wholeness", the transdisciplinary nature of 
concepts, systems and processes, and instead, deal with the parts (the disciplines) and have 
elevated them to represent the total. But the sum of the parts does not make a total. There. 
fore, new "whole" or transdisciplinary learning in real life situations becomes important. Other 
limitations of higher education are related to accreditation and certification policies, learning 
opportunities later in life, organizational and financial structure of educational institutions, the 
type of work ethics, as well as a certain academic "code of conduct", ("Publish or Perish"), 
and the overall status of higher education in society. 

Such "status symbols" are forceful cues which dominate dec;sion-making in all societies and 
consequently influence the individual's decision - whether we like it or not. For example: 
certain disciplines e.g. Law, Medicine, Philosophy or Arts, carry a higher status in most socie
ties than Engineering, Social Work or Agriculture. And who would long for the lower status it 
lie has access to the "higher respectability?" 

Further, the structure of higher education, whether organized on two levels (undergraduate 
and graduate) or on one tier also affects its status, perception and relevancy: university educa. 
tion provides higher status than college or secondary education; Ph.D. examinations provide 
higher status than professional experience in the same field. All of this is reflected in the 
modus operandi at universities, criteria for employment in civil service, business and private 
industry, international organizations and multinational corporations. These status symbols 
force the individual to strive for them in order "to make it in life." Only new societal ethic 
priorities, can change this situation and can lead to a new value system accepted by the overall 
society-and this is a slow process. 

Finally, universities cannot be viewed only in economic terms as establishments of higher 
learning "to produce an employable output, the graduate." As cultural institutions they are 
also an end in themselves to express and stimulate the growth of a nation's culture and civiliza 
tion. They are a "national asset" as William R.Herman describes it in a recent Change Magazine

56 
articlee
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Study-Services 

to produce employable graduates in 
Today, the capability of institutions of higher learning 

,3reas of needs and to be a national asset in the cultural life of a country is in question both in 

overall direction can be envisaged be
;odustrialized and developing countries. But what new 

clear today that many developing countries have moved 
,enydlocal experiments? It seems 

,,or,' decisively to remove the limitations from higher education and make them responsive to 

tO,rr own national needs. Tanzania's "Education for Self-Reliance" proclaimed by President 

,y.erere in 1967P"3, is an early and well-known example that combines education with national 

voce. 

Thoughts on Higher Education" 114 
I Indonesia, Dr. Soedjatmoko outlined eloquently "Some 

v,.hmih confirm the problems described earlier. He emphasizes the role of higher education in 

', development of a country as: to eliminate inequities, increase employability of graduates, 
of the nation," and develop the,r. strengthen what might be called the learning capacity 

,-.,nq's capabilities in international competition and interdependence. In his paper he refers 

SLtin American experience encountered by Michael P. Todaro and some colleagues who 

'rut the task of identifying and solving developmental problems at the center of university 

" Todaro's model of a "university for national development"119 restructures the univer

-", arotud the major problem areas of agriculture, economic and social affairs, social services 

t ducation, cultural deve'lop rent and i(eiCltity), and relates university divisions to each 

nhlem atea. This approach cuts across the traditional disciplines, but enables the university 

r" ' t prrhlen an(l develop ment oriented. 

inall," Dr. Soedjatmoko argues, 'development is not merely an economic process. The 

1t)rovernent of living conditions as a goal has to make sense in terms of the broader purposes 

society, if motivations for development are to be maintained. Almost all developmental de, 
will be of great importance ... This,!,lfn.s have ethical implications which in the longer run 

'aris, In short, the need to strengthen the national capacity for moral reasoning in relation to 

the road of develop,development effort ... the viability of many developing nations on 


""N, as well as their capacity for increased self-reliance will, to a large extent, depend on the
 

1')Ton's capacity to provide for a meaningful and culturally satisfactory life at what for a long
 
This is a strong, ,nd inevitably will have to he a relatively low level of per capita income." 

new priorities and direction1, moral leadership on the part of the university to provide 

, F'nation's development, arid it confirms the notion of the university as a cultural institu

, a'rVl end in itself. 

h Indonesia, the creation of Kuliah Kerja Nyata (KKN) as a compulsory Study-Service linked 

t,,university with the nation's five-year development plans and introduced the development 
'tste into the curriculum of the university. 

ut Study-Service is not automatically a panacea to the limitations of higher education. Learn

one way to bring real life situations into an individual's education. But,,f through service is
",Dr. Soedjatmoko points out, the Study-Service by itself has little impact on curriculum and 

feedback mechanism from the student-volunteers on their field"'qanizational reform. A 
adversary role of the Study-Service is essential to change" nerience to the university plus an 

the institution of higher education. 

V establishing Study-Services, many developing and a few industrialized countries responded 
I' this rced to change higher education. But Study-Services differ from Training and Employ

"nt Schemes: tl2y are not an alternative to the "formal" education system, but a part of it. 
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With the exception of a few early attempts, for example, in Germany, Kerschensteiner's 

Arbeits-Schule (Work School) before World War I, and since the 1920's, in the United States,
Lawrencethe cooperative work programs at Antioch, Bennington, Goddard and Sarah 

colleges'0 5 , 117, developing countries took the lead in establishing Study-Services on a broad 
scale. Even today, in industrialized countries-and especially in Europe-institutions of higher 

learning are reluctant to include community services in thiir academic program. 

Finally, all educational institutions are reluctant to change. Therefore, the "point of entry", 

how Study-Services become established-and thereby change the system-is of interest to 

others. The most convincing approach is the demonstration of potential results. For example: 
The Indonesian Study-Service KKN established after BUTSI volunteers, who are university 

graduates, received re-training during service and successfully demonstrated their usefulness in 
village development. Accordingly, the question arose: Why not avoid the need to re-train grad. 
uates, to make them useful for national development, by properly preparing students in the 

service during study? 30. Thus, BUTSI's success led to introducing thefirst place through 86 

remedial measure-the Development Service-into the "previous system", in this case the 
university. 

Similarly, the Thailand Thammasat University Service started in a small way in the economics 

department and later spread to other universities. In the U.K. the Community Service Volun. 
teers, whose programs in many fields received the respect of educational institutions, finally 

achieved the inclusion of service in the curriculum in schools. The demonstration of successful 

results as an agent for change in education is supported by A. M. Huberman in his study on: 

"Understanding Change in Education: An Introduction" 5 

Development Problems 

The major development problem which influenced the creation of Study-Services in develop

ing countries is the lack of skilled manpower and social/technical services in rural areas. By 

involving students in work in local communities, learning receives another dimension: 

* it is conducted as a response to social and economic needs of others, and 

• it is governed by work-and not by "doing"-conditions, as explained earlier. 

The skills and services required in rural areas, and which are compatible with student qualifica. 

tions, include the following: teaching in primary and secondary schools, health, nutrition and 
assistance to farmers, and to the local administrationsocial services, community development, 

As will be seen later on, most Study-Services fillof governmental development programs. 

actual manpower gaps and thereby provide a service otherwise not available.
 

In the United States, poverty-related causes were instrumental in creating the University Year 

for ACTION. It is fair to say that the few Study-Services in Europe and North America which 

focus on the community, respond to many of the social ills and inequities caused by an indus

trial mass-society. 
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National Building and Self-Reliance 
Ih developing countries Study Servicespatriotism and are part of the nation-building effort, to inspire 
tue uneducated, 

change the attitude of the young educated toward other tribes, sub-cultures,and the rural population. They are called into service as part of a large citizen
!'-ohilization movement and help the nation to achieve self-reliance. Here the causes for the est1hIishment of Study Services and Training and Employment Schemes overlap (see Chapter 4).
i-, Nigeria, for example, the National Youth Service Corps (NYSC)tionalism and regionalism after the civil war, 

was a response against secas then Lt. Col. Dr. A. A. Ali, Director of NYSCe<nlained in an address to undergraduates: 

"After independence, we (the elites) droveSectionalism and regionalsm 
the nation into a political quagmire.become the order of the day.gendered hy this nmisdirection plunged the nation into the 

The ethnocentrism en
1967-1970 holocaust.Ths is why a scheme as laudable as the National Youth Services Corps should be embraced with both arms. This scheme is our insurance against disintegration as anation. It is the sheet anchor of our existence." 

T11, importance of cultural differences which have to be overcomea'"d In Nigeria, the popu;ation is 
should not be underesti.composed of 250 tribes which speak 250 different 

A!! Study.Services evaluated in developing countries respond to these national causes. 

WHAT ARE THE OBJECTIVES? 

t~e too their creation, the objectives of Study-Service should respond to the reasons and
','rrl .,srribeci in the previous paragraphs. The objectives should aim at changing higher eduCao!i-, 


t6' 
bridging cultural differences within the nation and providing professional services to
devPlopment of other people. Take as example the objectives of these three Study-Services


die'.veloping countries: 

Graduate Volunteer Certificate Programme, Thammasat University, THAILAND, a voluntary 

,1 To train the graduates to sacrifice and work for the public benefits 

2. To give the graduates the opportunity to be involved in field work in ruralareas and to encourage their interest in this 
To encourage them to use their initiative and their human relations skillsthat will be beneficial for the community in which they live. " NIGERIAN National Youth Service Corps, an obligatory service: (summary quote from the

No 24 of May 22, 1973): 
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1. To inculcate in the Nigerian youth, discipline, industry at work and patriotic 

and loyal service to the nation 

2. 	 To raise their morale through learning opportunities 

3. 	 To develop attitudes, through shared experience, for mobilization in the na. 
tional interest 

4. 	 To develop common ties and promote national unity 

5. 	 To encourage career employment all over the country for free movement of 
labor 

6. 	 To induce employers to more readily employ Nigerians, irrespective of their 
States of origin 

7. 	 To enable Nigerian youth to acquire self-reliance." 

For comparison, the objectives of the University Year for ACTION (UYA) USA set forth in 
the Domestic Volunteer Service Act of 1973 (P.L. 93-113), Section III Service-Learning Pro. 
grams, are described as follows (summary quote): 

To strengthen and supplement efforts to eliminate poverty and poverty
related human, social and environmental problems enabling students at such 
cooperating institutions to performn meaningful and constructive volunteer 
service 

To 	satisfy student course work while attending institutions of higher educa
tion through their period of service in agencies, institutions and situations 
where the application of human talent and dedication may assist in the solu
tion of poverty and poverty-related problems 

* 	 To secure and exploit opportunities for self-advancement by persons af
flicted with such problems 

* 	 To encourage other students and faculty members to engage, on a part-time 
self-supporting basis, in such volunteer service and work along with volun
teers serving tinder this pact 

* 	 To promote participation by institutions of higher education in meeting the 
needs of the poor in the surrounding community through expansion of 
service-learning or otherwise" 

These examples indicate that the stated objectives among Study-Services are very similar
even though one service is obligatory (Nigeria). They respond to reasons in a general termi
nology and emphasize two common objectives: 

1. 	 personal learning: skills, attitudes, self-reliance of the student in preparation 
for his employment/career 

2. 	 service to the nation/community to alleviate underdevelopment and poverty. 
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The UYA specifies three additional objectives which-no doubt-also would be relevant to 

Study Services in developing countries: 

3. 	 secure self-advancement in the receiving community 

4. 	 encourage participation of other students and faculty 

5. 	 promote participation of the institution of higher education in community 
service. 

These additional objectives of UYA aim at the integration of Study-Service, that is the changenf the system of higher education, and at the establishment of institutional linkages with the
surrounding local communities. 

PROGRAM ACTIVITIES 

The review of Program Activities follows the assessment outline in Diagram 2 and is concerned
,..,ith Program Inputs and Tasks of Study-Services. 

PROGRAM INPUTS 

As in Chapter 4, the analysis concerns: 

1. 	 Legislation, Supervision and Leadership 

2. 	 Volunteers 

3. 	 Staff 

4. 	 Organization and Management 

5. Costs and Funds. 
T hle 25 gives a brief review of the major aspects of Program Inputs of Study-Services: 
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TABLE 25. PROGRAM INPUTS OF STUDY-SERVICES 

Organizations 

Establishment/ 

Legislation 

Number 

man-years 

1 9 7 4 (a) 

Total since 

establish-

ment 

Volunteers 

Age range 

years 

Educationa! 

Background 

Staffing 

Number/Type 

Costs per 

Volunteer 

man-year 

1974 (a) 

1 2 3 4 5 6 7 8 

NIGERIA: 

National Youth Service 

Corps 

1973 by NYSC De-

cree No. 24 

(obligatory) 

(b) 
2,271 

(14% F) 

First year up to 31 

years 

Completed first uni-

versity degree require-

ments; before 
graduation 

HQ: 2 Chief Inspec

tors, 3 other opera-

tional Staff; 12 State 
Committees each: 1 

Principle, 2 Inspectors. 

$4 ,0 6 5 (c) 

THAILAND: 

Graduate Volunteer 

Certificate Programme 

1969 by University 

Decision & Inter. 

University Agreements 

43 
(51 F) 

130 21-25 4 years university 
above secondary edu-

cation; undergradu-
ates 

HQ management: 5; 
Operating Group: 2 

faculty from each dis
cipline participating 

S610(d) 

COSTA RICA: National 
Youth Movement 

(Study-Servlce branch) 

1966 by Law No- 
3674 ol the Republic 

of Costa Rica 

1973 
ca. 300 

(43% F) 

21-25 4-5 years University 
above secondary ed.; 

undergraduates 

Faculties participate in 
recruitment & training, 

not work; Staff part 

of Combined Service 

$105 ( e) 

PANAMA National 

Volunteer Service 

(Study-Service branch) 

1967 ( f ) by Presi-

dential Decree: 

Decreto de Cabinete 
No. 105 

1971 

ca. 185 

16-25 Secondary & Univer-

sity students (under-

graduates) 

Faculty participates in 

recruitment Selection, 

not work; Staff part of 
Combined Service 

1969 

$606(g) 

USA: University Year 
for ACTION 

1971 Experimental 
1973 by Domestic 
Volunteer Service 

Act. (P.L. 93-113) 

1,600 
(52.8% F) 

S _ 

1,805 18- over 55; 
Majority: 

20-24 

High School 6.5%;1-
3 years university 

79.9%; 12.9% gradu-

ares; 1.1% Technical 
-oo 

HO management: 7; 
4-5 faculty members 

per university 

I_ I 

S4,601 ( h ) 



Study-Services 

ExPlnatiOns for Table 25: 

Note that statistical and budget years differ from organization to organization; for 
(a) 

example Nigeria and USA reflect data from July 1973-June 1974, whereas others 

report according to calendar years. 

310 or 14% of total are female volunteers (F).(b) 

Headquarters and in
(c) 	 Including administrative overhead for total expenditures at 

12 States.
 

(d) 	 Including administrative overhead at Thammasat University but without estimate of 

services free of charge provided by faculty (faculty time is allocated to the service). 

(e) 	 Costs per volunteer man-year for overall combined service, and without adminis

trative overhead. 

(f) 	 Dissolved in Summer 1972 and re-instituted early in 1974. 

(g) 	 Cost per volunteer man-year for overall combined service, including administrative 

overhead but without part-time staff. 

(h) 	 Represents 90% of total costs per volunteer man-year paid by ACTION to univer
sities plus ACTION administrative overhead for this program. 

1. Legislation, Supervision Leadership 

While some Study-Services have voluntary enrollment, in developing countries most of them 
are obligatory and derive their authority either from the legislative branch via public laws, or 
the executive branch via Presidential Decrees. The obligatory nature of these nationwide 
services is enforced by credit requirements for the certification of graduation at an institution 
of higher education. In fact, most Study-Services view this obligation as no different than any 
other credit course required in a curriculum. The enforcement of the obligation of Nigerian
Students to serve in the National Youth Service Corps is described later on under Program 
Tasks, recruitment procedures. 

ACTION's UYA, the Costa Rica and Panama branches of Study-Service are all governmental 
services by legislation, but voluntary by the nature of the recruitment and participation of 
volunteers. 

The Thailand Graduate Volunteer Certificate Programme is the only voluntary and non
governmental service evaluated in this category that derives its authority from decisions of the 
faculty and university administration. Many of the Latin American services belong in this 
group as do the majority in North America. 

Finally, 	 the Study-Service branch of the Community Service Volunteers (CSV) in the United 
Kingdom provides a different non-governmental approach: it derives its authority from con
tracts between CSV and institutions of secondary and tertiary education. Secondary schools 
and universities credit the student for the service performed in the actual Study-Service pro
grams administered or supported by CSV. 
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The Supervision of Study-Services reflects the different approaches of legislation and delega. 
tion of authority: 

Organization 

Nigeria National Youth Service Corps: 

Thailand Graduate Volunteer Certificate 
Programme: 

Costa Rica National Youth Movement: 

Panama National Volunteer Service: 

USA University Year for ACTION: 

Supervised by 

* 	 Directorate of NYSC established in Cabinet 
Office; the Federal Commissioner of Eco. 
nomic Development and Reconstruction is 

Chairman; 
" 	 Members from: Universities, Government. 

Armed Forces, Police, Business, 3 inde. 
pendent persons (2 women); 

" 	 Functions include: policy, programming, 
State coordination, review and evaluation. 
In 1975, after the change of Government, a 
new Ministry of Youth and Sports was 
established which has integrated the 
Directorate and supervises NYSC. 

* 	 Project Committee, consisting of faculty 
and outside members, for project guidance 
and funding; 

* 	 Advisory Group: Members from govern. 
ment, Juvenile Court, business, World Uni. 

versity Service, Asian Institute for Eco. 
nomic Development Planning, for overall 
advice and funding. 

• 	 Executive Council, consisting of Ministries 
of Education, Work, and Social Welfare, 
3 representatives from political parties; 

* 	 Vice Minister of Youth, Ministry of Cul
ture, Youth and Sports. 

* 	 Governing Board (Patronato) directs the 
affairs of SNV and raises funds; 

e 	 Junta Directiva (Executive Committee) acts 
on behalf of Patronato; Members: Minis
tries of Agriculture, Commerce and Indus
try (President of Junta), Labor, Social 
Welfare, Public Health Education; Comp
troller General; Churches; 2 private 
organizations. 

• 	 US Congress (the Senate and the House of 
Representatives); 

• 	 Comptroller General of the U.S. 
* 	 National Voluntary Advisory Council (for 

overall ACTION operations) for advice, re
view of effectiveness, recommendations for 
change to the President; 22 appointed 
members from public and private institu
tions and individuals (8 women). 
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This supervisory/advisory structure indicates a wider participation of government, the private 
sector, and individuals in the affairs of Study-Services, wider in comparison with Training and 
Employment Schemes. Although the obligatory Nigerian NYSC differs from other Study-
Services because of the participation of the police and armed forces in supervision, the involve
ment of universities, employers' associations and individuals (including one woman!) indicate 
the attempt to involve both the public and private sector in national service. 

The Leadership of the Study-Services is specified by legislation and policy: 

Organization 	 Leadership 

Nigerian National Youth Service Corps: 

Thaila!.J Graduate Volunteer Certificate 
Programme: 

Costa Rica National Youth Movement: 

Panama National Volunteer Service: 

USA, University Year for ACTION: 

* 	 Chairman of the Directorate: policy, pro
gramming, coordination; 

a 	 Director of NYSC, Chief Executive ap
pointed by the Head of Government. 

* 	 Directors are faculty members of Tham
masat University appointed by the Project 
Committee for a one-year term. 

* 	 Director General of Youth, Ministry of Cul
ture, Youth and Sports, appointed; 

* 	 Executive Director of MNJ, Head of this 
Department within Youth Directorate, civil 
servant. 

* 	 Technical Director, DIGEDECOM, ap
pointed; 

* 	 Director, Volunteer Department, DIGE-
DECOM, civil servant. 

* 	 Director of ACTION, appointed by the 
President with advice and consent of the 
Senate; 

a 	 Associate Director for Domestic Anti-
Poverty Operations, appointed; 

* 	 Deputy Associate Director, Education Pro
grams, civil servant. 

Leadership authority is delegated in all Study-Services by the respective governing bodies, via 
appointments of directors and the employment of chief executives, thus reflecting the hier
archy of organizational structure. The Thailand non-governmental service-also small in size
takes a simpler approach by appointing one faculty member as director. It should be noted 
that this service of Thammasat University is the only known Study-Service which had a woman 
appointed as director (Mrs. Jamliang, 1971-1972). 

Opinions about the leadership role of Study-Service directors were obtained in a small sample 
(8 nationals, 4 foreigners) of interviews. A statistical breakdown of these opinions is not very 
useful because of the small sample. However, the responses, and their priorities, give a lively 
description of the realities of these services. 
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"'In your opinion, what are the major achievements of the director?" Replies from both na. 

tionals and foreigners are listed according to priorities: 

". got the service established; 

* 	 received institutional approval and backing from university; 

• 	achieved approval and backing from governmental agencies; 

* 	 expanded the program to other universities and nourished (improved) it; 

* 	 showed flexibility to adjust to every situation and change. " 

And to a follow-up question: "What do you consider the major problem areas for directing this 
service successfully?" 

" planning to develop work programs that receive sufficient understanding and 
support from the local community; 

" training volunteers at universities in a way that has meaning and prepares for 

the service in local communities; 

" finding sufficient funding and adequate staffing. 

According to all respondents, the influence of the director affects all areas of the Study. 
Service, especially the performance and spirit of staff and volunteers. The responses to these 
questions are similar to findings in other reports, especially the "Evaluation of the University

' ' 4Year for ACTION Program . Thus, the following areas of leadership of Study-Services appear 
important: 

1. The establishment of linkages, for institutionalization of the service, with 

respect to: 

" 	 the academic community and university structure 

* 	 the local community as recipient of student services 

• 	the supervising boards and supporting governmental agencies that pro
vide funding, and the accreditation of the program for later employ
ment of graduates. 

2. 	 Improvement of program quality so that the service becomes an integral part 
of academic learning, produces employable graduates and is meaningful for 
the personal growth of the student-volunteers themselves. 

Finally, the question was asked in interviews: "In your judgment, which factors are most im
portant for successful leadership of the director?" Respondents ranked the following factorsas 
they judged their importance. 
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TABLE 26. RANKING OF FACTORS FOR LEADERSHIP SUCCESS IN STUDY-SERVICES 

Factors 	 Priorities assigned fromNational Responses Foreign Responses
(Sample 7)1. 	Understanding of people of different (Sample 4)

85% 75% 
background and culture T 

2. Administrative/managerial proficiency 71% 50%
3. 	Flexibility to adjust policy and programs 
 71% 
 100%to changing needs 
4. Partnership style, staff and volunteer 57%

particirdtion in decision-making 50% 

5. 	Technical/professional proficiency 
 42% 
 25% 
6. Emphasis of leadership on philosophy 28% 

and concept of service 75% 
7. Authoritarian style, decision-making 28%


by director
 
8. Strong backing of supervising bodies 28% 
 25%
 
Both nationals and foreigners ranked the eight factors listed as highest in their importance out
 
of a total of fourteen options (see Appendix A-4). Proportionally, nationals gave the posses-
Sion of knowledge and skills (administrative/managerial and technical/professional) higher im-
Portance than 
 foreigners, with the latter emphasizing personality traits (flexibility to adjust
and charisma, leadership emphasis on philosophy and concept of serving).high importance of understanding people from Both agree on the


Surprising were different backgrounds and partnership-styles.
the responses in favor of authoritarian style-both coming from Thai volunteers. 
 It may be that this ranking is related either to the more paternalistic traditions or they
may reflect the call for strong leadership and guidance-or both.
 
2. Volunteers 

The number of volunteers (Table 25, column 3) participating in the Study-Services evaluated
differ largely. Reaching a large portion of students, the 	obligatory services have the favorable
edge, 

alone 

as they involve all of those eligible for service. Many professionals believe that this fact
is an asset for obligatory Study-Services in developing countries because it actually involves the total target group in the work/service and exposes them to their country's develop-
But explained in previous Chapters, the size of a service is but one aspect affecting the 

ment 
as 
problems. Voluntary services reach smaller portions of the relevant age group population. 

quality and effectiveness of an organization. 

141
 



All Study-Services report female student participation without designing special programs fc 
them. It seems that once they have decided to study there are no significant cultural barriei 
... knk t.I-1, r---a t thk-, f-rn na nn . ~ i 

Ihe educational background ( I able 2b, column b) ot volunteers is important, as qualitications 
largely determine what type of work programs they are capable of carrying out. From the 
Study-Services evaluated, students in the Nigerian NYSC and the Thailand GVCP have 
probably-on the average-the highest and most homogeneous qualifications since their services 
occur at the close of undergraduate study and are linked with graduation examinations and 
certification. The Costa Rica, Panama, and USA services have volunteers with differing 
qualwrications, depending upon whether secondary, undergraduate or graduate students are 
participating. Available information indicates the USA's UYA is the only service involving 
graduate students in service. 

3. Staff 

The st-ffing pattern in Study-Services differs in that it is largely determined by the degree of 
integration into the larger service institution, be it in the university, a governmental agency or 
a Domestic Development Service. In cases of Study-Service for credit, the question of the role 
of the faculty and the extent of their involvement in the service becomes crucial. Study. 
Services evaluated here have the following staffing pattern: 



Study-Services 

TABLE 27. STAFF IN STUDY-SERVICES 

STAFF 
Headquarters/

Organization 	 WorkManagement 	 TOTALa)Training/University Programs (Estimates)
1 2 3NIGERIA: 	 4 52 Chief Inspectors Faculty at univer- 12 State Com-National Youth 	 2203 administrative sities in each Region mittee3 (8 personsService Corps staff 

each, part-time) 
1 Principal 
Inspector, 2 In. 
spectors and 

THAILAND: 5 professionals 	 administrative staffOperating group:Graduate Volunteer 	 None full-time3 administrative 	 7 full-time,2 Faculty Members
Certificate 	 15 part-timestaff each from variousProgramme 

disciplines; Addi

tional faculty for 
.. tra in ingCOSTA RICA: 14 proressionals Training in Centers; 24 Field StaffNational Youtn 	 61(b)8 administrative some faculty inMovement; Staif 
 credit programs


for combined
 
Service:
 
PANAMA: National 8 professionals 
 No training;Youth Service; 	 166 part-time from3 administrative 	 173 (c)selection only DIGEDECOM'sStaff for combined
 

Service:
 
USA: University 
 7 professionals Appro-. 275Year for ACTION 	 550 community& admin. staff for 	 282 full-timefaculty on regular organizations 

contract basis; Part-time receivingmanagement faculty for volunteers(d) 
preparation 

Explanations for Table 27: 

(a) All totals are estimates, based on reports of overall operations and some factual information onstaff; therefore, the establishment of a staff: volunteer ratio is not possible. 
(b) 	 Total 
 staff reported for combined service, not only Study-Services branch: in 2ddition 
to the 61staff members hired by the service there is regional staff hired by the 60 Regional Youth Centers. 
(c) Total staff reported for this combined service; the 3 months Study-Service branch carried out during the summer has the smallest portion of staff time. 
(d) The extent of supervision on the part of the receiving 550 community organizations is not known. 
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The 	staffing pattern is less homogeneous than in other categories of services. With the excepltion of Costa Rica, a large portion of part-time staff is invo!ved, either faculty (Thailand, USA)
or personnel from other governmental agencies (Nigeria, Panama). Only the Thai and USservices are operated out of a universty and involve faculty to a significant degree. Most of theprofessional management staff of the services in Thailand are graduates and former volunteers
themselves; the same is true, though to a lesser degree, for the Costa Rica National Youth 
Movement. 

"Why do professionals join as staff members?" a small sample of nationals and foreigners (9) 
gave the following opinions: 

"; Staff are former volunteers, love the work, have 'esprit de corps'
 

* 
 They are challenged by the idea of addressing themselves to important prob
lems of the country 

* Have some gain for themselves, like to show they are devoted to service; the 
'in'thing to do 

* Like to exercise thoir profession in staff assignment." 

The cooperation between staff and volunteers, and staff and directors, is reported in mostinstances as satisfactory. However, some volunteer respondents indicate a "not 	very satis.factory" cooperation between staff and volunteers, because "the faculty does not understand 
the work of volunteers." 

This last opinion is supported by answers to the question: "Would you consider the quality of
staff adequate for the jobs to be accomplished?" Out of the 9 respondents, 6 replied "no" or 
"with modification" because: 

"o 	 Staff faculty does not understand the nature of volunteer service and the 
work done by volunteers 

• 	 They (the staff) are not interested in field work 

* They do not give enough time to it
 

* 
 They need more technical skills for their job assignments." 

And to the follow-up question: "Which program areas need improvement?" The respondents 
gave the following priorities: 

* Field support of volunteers
 

* 
 Training of volunteers in skill areas needed in work assignments, for example 
teachers training 

* Better planning of the service, especially work projects." 

To clarify: "Why that improvement?" Because, the respondents answered: 
"* Faculty has insufficient background and perspective of rural areas and their 

development 
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" Faculty lacks understanding for the roles of villagers and towns people 

* Disciplinary background of faculty 

* Do not seem to have time for it. " 

To the question "What measures would you suggest to improve the quality of staff?" respond
ents gave the following priorities: 

"o Should be obliged to visit rural areas andstay with volunteers 

* Better selection of staff
 

* 
 Staff training needs improvement 

• Increase full-time staff, i.e. funding." 

These opinions, which concern Study-Services in developing countries are also supported bytne USA University Year for ACTION, which emphasizes this role by faculty in the objectivesof the service: "to encourage ...faculty members to engage ...in such volunteer service andwork along with volunteers serving under this pact."
4 A 1975 evaluation of the UYA program confirms that the allocation of faculty time, 
 and subsequent participation in theservice-learning activity, as an indicator of the institutionalization of Study-Service into a university. This is not easily achieved and requires changes of curriculum priorities, of organizational structure and of the administrative procedures of a university. 

Dr. Alec Dickson in his "Proposal for Nigerian National Service Corps" ' 27 also underlines thisneed for faculty involvement: "the involvement of the whole University in National Service,rather than ofstudents only, is likely to ensure the success of the scheme, rather than its failure. "
 

Concerning the quantity of staff 5 out of 9 respondents indicated insufficient number of staff,especially field staff to support volunteer work programs. They called for more full-time staff,and special skill areas for the training/preparatior, of volunteers. 

Opinions were also solicited concerning a foreign staff role: "In your opinion, how can foreignstaff (both volunteers and experts) assigned on a long-term basis best contribute to the 
Program?" 

o In technical areas to support the actual work of volunteers, help teach tech
nology, but in well defined jobs 

" Foreign experts yes, but no foreign volunteers in a staff capacity
 

* 
 Help plan for the future; joint sharing of ideas to continue youth develop
ment 

* Not long-term; should be available for seminars, staff training in a third
 

country
 

* 
 Stay away from it, no foreign staff." 
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the factors for the success of national and foreign staff were obtained: "InFinally, opinions on 

your judgment which factors are most important to the success of national staff?" Out of 14
 

factors nationals and foreigners (total sample 9) selected the following five factors with a rank.
 

ing of three or better in their priority:
 

TABLE 28. FACTORS AFFECTING NATIONAL STAFF SUCCESS
 

National Responses 

1. 	 Leadership and understanding for people 1. 

of different background and culture 

2. 	 Administrative/managerial profi-;ency 2. 

3.3. 	 Technical/professional proficiency 

4.4. 	 Staff preparation and training 

5.5. 	 Flexibility to adjust to changing 
conditions 

TABLE 29. FACTORS AFFECTING 

National Responses 

1. 	 Leadership and understanding for people 1. 

of different background and culture 

2. 	 Technical/professional proficiency 2. 

3.3. 	 Flexibility to adjust to changing 
conditions 

4. 	 Staff preparation and training 4. 

5. 	 Administrative/managerial proficiency 5. 

Foreign Responses 

Administratve/managerial proficiency 

Leadership and understanding for people 
of different background and culture 

Flexibility to adjust to changing 

conditions 

Speak local language 

Know villagers, come from same local 
background 

FOREIGN STAFF SUCCESS 

Foreign Responses 

Leadership and understanding for people 

of different background and culture 

Speak local language 

Flexibility to adjust to changing 
conditions 

Staff preparation and training 

Administrative/managerial proficiency 
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A comparison of the rankings given to success factors for national and foreign staff does not
indicate significant differences in opinions between national and foreign respondents, with the 
following exceptions: 

* foreigners rank high the speaking of the local language as a skill nationals possess and foreigners need to obtain; this is understandable since language is 
often a profound barrier to any useful foreign staff performance; 

" the absence of "technical/professional proficiency" in the first five priority
rankings on the part of foreigners is surprising, and various explanations
come to mind ranging from unclear perception of staff roles (in contrast to
directors) to error because of the small sample of respondents; 

" the absence of "speaking the local language" for foreign staff on the part ofthe national respondents indicates that they underestimate the difficulty a
foreigner encounters when communicating in another language. 

Admittedly, the sample of interviews related to this category is small
ions 

(9) and therefore opinon the various aspects should be cautiously assessed. However, if one considers theresponses in the context of the factual information available on Study-Services, certain problem areas and trends can be identified which, it is believed, have significance beyond the
limited cases of Study-Services evaluated here. 

Conclusions concerning staffing of Study-Services: 

1. It appears, for management operations, the most successful approach is thehiring of qualified former volunteers, to serve as professional staff. 

2. The involvement of faculty in both training and work programs is crucial if 
the Study-Service is to succeed as a part of higher learning. 

3. Four preconditions for faculty involvement are especially important: 

Sufficient faculty time allocated by the university to be devoted to 
Study-Services; 

Interest and ability on the part of faculty to train student-volunteers 
for experiential learning and guide the development work programs; 

Willingness to go into the field to support and work with volunteers in
local communities; 

* Develooment of a credit system for experiential learning which reflects 
the gains both during training and work/service assignments in the field. 

4. The reasons for current limitations in faculty involvement seem to be related 
to the fact that they themselves are the product of the higher education 
System which they are requested to change. It requires more than good willto introduce a new university program which happens to be a Study-Service.
It requires the same change of priorities and attitudes requested fromas 

volunteers.
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onlyStudy-Service 	 not 
5. 	 Thus the change in higher education through 

the volunteers, but the faculty as well. Instruction along discipli
addresses the real world" 
nary lines and the preparation for problem solving roles "in 

are the two approaches which must be reconciled-and it is here that Study

provide the challenge to the university, as an institution, and to 
Services 

faculty, as persons wielding power.
 

To reconcile 	these two approaches and conduct a successful service, it is sub
6. 


mitted that faculty participation, their "experiential learning" in actual work
 
of their 

not 	 merely inl the training of volunteers-as part
programs-and 

faculty time assignment is crucial.
 

a foreign staff role in Study-Services the following conclusions 
7. 	 Concerning 


can be drawn from field responses:
 

a staff capacity, presumably
" 	 Foreign volunteers are not acceptable in 

because both the student and the foreign volunteer are more alike than 

different in their capabilities; 

like 	the transfer of technological
" 	 Foreign staff may be helpful in areas 

must be 
skills, in support of work programs, and planning, but jobs 

well defined; 

staff should be available only for short-term 
* 	 Some feel that foreign 

support: staff training, joint sessions and seminars; 

if the focus 
Both foreign staff and volunteers would be acceptable

* 
were the joint sharing of ideas for future youth development. 

4. Organization and Management 

Study-Services organize and manage their programs through the following structure: 
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TABLE 30. ORGANIZATION AND MANAGEMENT OF STUDY-SERVICES
 

Organization 

NIGERIA: 
National Youth 
Service Corps 

THAILAND: 
Graduate Volunteer 
Certificate Programme 

COSTA RICA: 
National Youth 
Movement 

PANAMA: 
National Volunteer 
Service 

USA: 
University Year for 
ACTION 

Management Functions 
Headquarters 

Directorate: Program-
ming, enforcement of 
schedules, assignment 
of members, coordina-
tion of States, review 
of program; 
Director: Call and 
registration of corps 
members; day to day 
management 

Thammasat University 
Project Committee: 
Project planning, credi 
tation, certification, 
fund raising; Opera-
ting Committee: 
Guidance, Volunteers' 
field work; 
Office: Day to day 
management 

National Youth Move-
ment Department 
within Directorate: 

Policy, planning, staff 
hire, volunteer assign-
ment, evaluation, 
funding 

Department within 
DIGEDECOM: Policy, 
planning of opera-

tions; staff hire, vol-
unteer placement, 
funding 

ACTION provides 
grants and contracts 
to universities for 

conduct of UYA 
programs; approves 
volunteer selection 
and program 

Regional 

State Committees in 
12 States: Providing 
accommodations, 
transportatior' intro-
duction and closing 
exercises; report on 
corps members per-
formance; help later 
employment; deploy 
corpsmembers 

None 

60 Regional Youth 
Centers; training of 
volunteers; direction 

of regional work pro-
grams 

Regional Offices (DI-
GEDECOM): training 
of volunteers, super-

vision of local work 
projects 

Few regional inter-
university service-
learning projects 

Local 

Community develop
ment Work jointly 
with villagers during 
Christmas E'Easter 
vacation; Most 
recently more local 
projects & business 
involvement isen
couraged 

All projects c2rried 
out with local com
munity support: prc
vision of volunteer 
housing, work super
vision 

Recruitment & selec
tion of volunteers 
at universities & col

leges; Local commu
nity work program 
planning, participa
tion and/or super
vision 

Universities & Col
leges: Recruitment 
and selection of vol

unteers; Local coop
eration and/or
 
supervision of
 
projects
 

Universities manage 
all aspects of program 
& assign volunteers to 

surrounding 
communities/ 
organizations 
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Basically, there are three approaches to organization and management of Study-Services: 

* Government-centered: using government agencies to conduct volunteer 
recruitment and work programs (Nigeria). 

" 	 University-centered: It is from the university base that a Study-Service is 
implemented and spreads to regional application (Indonesia, Thailand, USA),
either under a national policy (Indonesia, UYA/USA), or as a locally initi
ated service (Thailand, some universities USA). 
Development Service-centered: Here the service assumes the role of a facili
tator, making the service of students possible on behalf of the educational 
institution, and in response to local community needs (Costa Rica, Panama, 
United Kingdom). 

These three approaches not only represent diffErent olutions to the organizational design of 
Study-Services, they also differ with respect to the delegation of authority and the mobiliza. 
tion 	of citizens, and therefore permit different quality of effectiveness: 

1. 	 A Study-Service that is university-centered but based on a nationwide edu
cational policy and has government coordination will embrace many or all 
universities in the land. Such a combination ensures decentralization of 
authority, leadership and program management to the university by, at the 
same time, affecting changes in the overall higher educational system. 

2. 	 The university-centered initiative, organization, management, and funding 
of a Study-Service provides the best structure to enhance the objectives of 
relevant learning. The mobilization and participation of students, faculty and 
community are F precondition to get the service off the ground. But the 
university-centered service has no impact to challenge or change the overall 
educational system as long as there is no national coordination. 

3. Facilitating Study-Service through existing Development Services or through 
other governmental agencies challenges the educational system only if credit 
is provided for work/service and not merely for academic learning. Being 
apart from the university or college such an organizational structure involves 
only the students, but the faculty and the educational institution itself 
remain unaffected. 

As discussed earlier, the size of voluntary service is also influenced by the organizational struc. 
ture. The size of obligatory services is, of course, determined by the legislation, covering all 
those legally obliged to serve. In the case of voluntary services, and in order to actively involve 
as many as possible of the student population, effect changes in the overall system of higher
education, and still manage the service efficiently and effectively, the actual operational and 
management units should be small. To achieve smallness of management units and at the same
time reach most of the students, the University-centered organizational structure under 
national policy and program coordination seems to be the optimal solution for effective Study-
Services. The University Year for ACTION, USA, and the Colombia University Services are
examples of such university-centered voluntary Study-Services under a national policy which 
reach a larger portion of students than local university efforts. 
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Functional Linkages to other institutions arestructure. Without a sufficient network 
another important aspect of the organizationalof linkages any Development Service exists in isola

can be change of regulations (service for credit), supply of staff, assistance in project plan

tion, will be ineffective and unable to achieve its objectives. Input linkages to Study-Service
ning and supervision, funding, etc. Output linkages are foremost related to: 

" the supply of volunteer manpower in national or community developmentprojects, and 
• the employment of former volunteers in areas where their professional 

services are needed. 

The most important functional linkages for Study-Services include:

FVist, linkages to 
 the university and faculties or relevant educational boards as 
 necessary for
thy integration of the service into the curriculum. The creditation of service, some or all fund
m, and allocation of faculty time depend upon
obtained acceptance this linkage. At the 

se?vices-a 

in an educational institut;on represents a 
sonte time, having

change in the first achievement for Study.higher education system. The University Year for ACTION applies

the specification of this linkage as an indicator for the institutionalization of the service within

,university 4ti= The integration of service into,'dsy for the university systemreasons explained earlier. But even on a largc scale is notservice those faculty members, who react positively to the

idea, admit the difficulty of translating work experience into credit hours.'Ie 
Yet, from

viewpoint of societal and educational needs this formal linkage is essential if Study-Servicesdft! tO achieve their objectives and justify the public expenses for it.
C--cond, linkages to 
community organizations, governmentServices agenciesare important both or other Developmentfor providing inputs and using the volunteer manpower (tasks).Tis Isespecially true for*Ounteers, work work project planning, and sometimes 
'tUIPPed 

project supervision and funding. Universities by 
the technical training ofthemselves are not wellto handle the work aspects of the service, especially if the program serves others (as 

t Should') and goes beyond laboratory practice or field surveys. Most services try to establish
ibose linkages either via their national coordination bodies"'ufities, Again, or directly with neighboring com
1

UYA in the USA applies the linkage to community organizations as an indi-,tor of institutionalization of the service. 

bird tilelinkage to employmentdble for professional service in areasis crucial in order that former volunteers may become avail"Stablish these linkages: 
which do not have them. Various approaches are used to 

* In Nigeria, prospective employers are required by law (National Youth 
Service Corps Decree) 
any lob da)picdt who 

"to demnand and obtain the discharge certificate fromfalls in the service c,:Jtegory "; employers' representatives also paricipateNYSc. in the Directorate and the 12 State Committees of 

tion of business in the Advisory Group, and the recognition of the service 

InThailand, the linkage to employment is established through the participa.
certificate by the Civil Service Commission to upgrade the entry level forformer volunteers. 
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Organization 

1 

NIGERIA. 
National Youth 
Service Corps 

THAILAND: 
Graduate Volunteer 
Certificate Programme 

COSTA RICA: 
National Youth Move-
ment; Study-Service 
branch only 

PANAMA: 
National Volunteer 
Service; Study-
branch only 

USA: 
ACTION, UYA 

TABLE 31. BUDGET AND SOURCES OF FUNDING OF STUDY-SERVICES 

Funding Sources in Cash and in KindAnnual 
Budget Local Community/ 
U.S. $ Government University Volunteer "User" 

2 3 4 5 

1973/74 (a)
 
$9,239,770 $9,239,770
 

1974: (b) $20 ,0 0 0 (c) 	 Volunteer housing 
$26,230 Provision of faculty 	 provided, estimated 

value $175 per vol-
unteer per year; 
total $7,525 

1973: (g) Providing recruitment $4,169 (munici-

$94,803 $90,634 and selection of volun- palities)
 
$31,500 teers.
 
(estimate)
 

1969: Providing recruitment n.a. 

$ 17 2 ,7 5 0 (h) $86,000 and selection of 

1971: volunteers.
 
$112,110
 
(estimate)
 

1974: Provides local project 
$9 ,5 4 4 , 10 4 (i) $8,590,067 $954,037 supervision, transpor

(90%) (10%) tation on the job 

Foreign 

6 

CUSO(d): 1973 $3,400 
1974 $4,000 

CIDA(e): 1974 $2,300 
Ford Foundation 1973 
$2 ,0 0 0 (f) 

2 foreign advisors. 

AID, U.S., 1969: 
$86,750 



Study-Services 

None of the Study-Services evaluated in Costa Rica, Panama and the United States has estab
lished linkages to guide the student-volunteer into employment. 

5. Costs and Funds 

Table 31 provides a review of the budget and funding structure of the Study-Services under 
evaluation. 

Explanations for Table 31: 

(a) 	 First year of operations; part of national budget; includes all administrative overhead 
costs. 

(b) 	 Budget for volunteer costs, including administrative overhead, but without part-time 

faculty service. 

(c) 	 Funds raised through Economic Department of Thammasat University. 

(d) 	 Canadian University Service Overseas provided funds to the regular budget to support 
6 volunteers during 1973 and 1974. 

(e) 	 Canadian International Development Agency supported 4 volunteers in 1974. 

(f) 	 Ford Foundation provided funds in 1973 for special program extension of GVCP. 

(g) 	 Total annual budget for the Costa Rica combined service without administrative 
overhead at Headquarters; estimate for Study-Services branch calculated on the basis 
of costs per volunteer man-year and the total number of volunteer man-years serving 
in Study-Service. 

(h) 	 Total annual budget for the Panamanian combined service, costs for Volunteer De
partment only; estimate for Study-Service branch calculated on the basis of costs per 
volunteer man-year. 

(i) 	 Total cost for University Year for ACTION, including portion of ACTION overhead 
costs, calculated on the basis of the costs per UYA volunteer man-year and the re
quired 10% university participation for a duration of 5 years. 

This review indicates significant differences in costs between various Study-Services caused by 
two major factors: 

" the amount of payments to individual volunteers (living allowance), and 

" the amount of overhead costs as Table 32 below will explain. 

The funding structure also differs considerably and no optimal pattern has evolved so far. It 
aPpears that in the future the partial funding of student-volunteers by the users of this man-
Power deserves more attention, as does the restructuring of university budgets to include 
Study-Service as a regular budget item. 
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While the Ethiopian University Service, for example, receives payment from the Ministry t

Education for volunteers serving as full-time teachers in rural areas, apparently Tharnnrs
University Service in Thailand has no such arrangement. The reimbursement for service retsents another form of output linkages, as it indicates acceptance and institutional . Drere 
on the part of the user of the service. Expecially the living costs of the volunteer-and thel
of tuition in the case of the UYA/USA-are an additional burden on the university if tnoside financing can be arranged. In the USA, for example, the reduction of tuition requiren
for students who participate in service for one year so far has not been achieved4 . The lat 
is a stipulation of section 113 of the Domestic Volunteer Service Act which is the basis forallACTION programs in the United States. For most students, the reduction of tuition during
service is necessary before they can volunteer their service. This is especially true for thosewho 
have to work to pay for their university education. 

The total costs per volunteer man-year and the breakdown of payments for the volunteergive 
a better insight into the various cost structures of Study-Services. 

TABLE 32. COSTS PER VOLUNTEER IN STUDY-SERVICES 

Costs per 
Volunteer Living 

of which per month(b): 

Organizations 
man-year (a) 

U.S. $ 
Allowance 

U.S. $ 
Housing 

U.S. $ 
Health 

Care Insurance 

1 2 3 4 5 6 

NIGERIA: 
National Youth 
Service Corps 

1974: (c) 

4,065.

1974: 
1975: 

180.-
230.-

provided 
nationally 

covered 

THAILAND: 
Graduate Volunteer 
Certificate Pro-

1974: (d) 

650.-

30.- (training) 
40.-(work pro-

gram) 

about 
(e) 
$15.

n.a. n.a, 

gramme 

COSTA RICA: 
National Youth 
Movement 

1973: (f) 
105.-

pocket money 
& living al-
lowance 

room & board 
provided 

provided 
nationally 

provided 
covered 

PANAMA: 
 1969: (g) pocket money provided by nationally n.a.
National Volun- 606.- or living communities covered 
teer Service allowance 

USA: 1974: (h) $35.- (i) food & lodging provided through
University Year 5,965.- $50.- 150.- ACTION legislation
for ACTION stipend average 
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Explanations for Table 32: 

(a) 	 Total costs of service per one adult volunteer serving for one year (11 months plus 1
month vacation). 

(b) 	 Monthly costs per volunteer are examples, other volunteer costs are: transportation, 
work materials and equipment, recruitment and selection costs, costs of training. 

(c) 	 Including administrative overhead costs. 

(d) 	 Including administrative overhead costs. 

(e) 	 Provided by local communities in kind. 

(f) 	 Operational Costs of Volunteer Department only, administrative staff costs. 

(g) 	 Including administrative overhead costs, without planning and evaluation services 
provided by DIGEDECOM. 

(h) 	 Consists of $5,369 ACTION costs and $596 Llniversity Costs. 

(i 	 $35 per month for miscellaneou- !xpenses; $50 per month stipend to be paid after

completion of service; $150 month
der national average food and lodging allow
ance (ranges from $80 to $220). 

The review in Table 32 confirms the differences in cost structures between the Study-Services
evaluated: 

The 	 Nigerian NYSC provides high allowances for monthly living expenses
to its members. Originally a payment of about $45.- was planned but thismet strong resistance from students. NYSC has a "subsequent" schedule, thatis requiring service at the end of the university education (and before certification of the Graduation) at a time when students expect to enter employment and earn their first living. This timing of service seems to be the basic cause for student resistance to the low living allowances and it may be thereason why officials felt that a payment somewhat equivalent to the lowest
civil service salary is justified. About 68% of the 	total budget is spent onimmediate volunteer costs (excluding transportation, insurance and health 
service). 

* 	 In contrast, the USA University Year for ACTION with somewhat higher
unit costs than NYSC, seems to spend proportionally les: funds on payment
to individual volunteers and onmore payments to the university for overhead costs to institutionalize the service in higher education (faculty costs,
UYA office, etc.). 

" The Thailand GVCP operates on a very tight budget; 69% of the total goesdirectly to the volunteers for living allowances, the remaining 31% must 
cover transportation, health care, insurance and administrative personnel;
obviously faculty time is provided without reimbursement. 
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* 	 The Costa Rican and Panamanian services report only total costs for all 
branches of their service. Therefore, the specific costs for Study-Service 
branches are not available for comparison. 

* 	 Reports from other Study-Services give the following monthly living 
allowances for student-volunteers: 

U.S. $85.00144- Ethiopia, University Service 
U.S. 	$24.00 46 

- National Development Service, Nepal 

- Kuliah Kerja Nyata, Indonesia 	 U.S. $12.503° 

The analysis of costs per volunteer is important not only for determining the efficiency ofa 
service, but these payments also indicate policies and philosophy of the service as it reflects 
upon the volunteer's lifestyle 9 7 . Any consideration of cooperation among various Study. 
Services in the future must pay attention to these differences because inequality in treat. 
ment of volunteers gravely affects any potential cooperation. 

The efficiency of Study-Services, comparing program output with costs, is not as easy to de
termine as for Training and Employment Schemes. What are possible indicators of efficiency? 

First, since Study-Services are designed to remedy the limitations of higher education and to 
prepare an immediately employable graduate to be useful in areas of national needs, the 
following indicators of efficiency can be considered: 

* 	 costs per volunteer man-year (minus expenditure for room and board) com
pared to costs per student in regular higher education; 

" 	 costs per volunteer man-year compared to the average national re-training 
and repeater costs per graduate to make him employable; 

* 	 costs per volunteer man-year compared to the annual GNP loss resulting 
from unemployment of graduates. 

In the United States, Leon M. Keyserling, the former Chairman of the Council of Economic 
Advisers under President Truman, estimated recently at a conference on National Service that 

the 	annual Gross National Product (GNP) loss amounts to about $20,000 per unemployed 
teenager65 .
 

Combined, the three indicators provide an insight from different angles to assess the efficiency 

of Study-Services in helping to overcome the limitations of higher education. The program 

costs for Study-Service, i.e. the costs to prepare a usefully employed graduate, should notbe 

higher-preferably lower-than the average cost per student in traditional higher education. For 

calculation of these costs it is not justifiable to include proportional university overhead ex
penses, based on classroom teaching, into the overall Study-Service costs. Neither seems i 

justified to require the student-volunteer to pay regular tuition while serving in communities 

and not attending classes. Doing so supports the traditional structure the very senvice triestO 

change. The overall Study-Service expenditures should include proportional overhead fox 
faculty time and the actual costs incurred for use of university facilities. In many cases-if 

Study-Services need university facilities-they are used at times when they otherwise would 

be idle and thus only minor costs are incurred. Foremost, the local community is the class' 
and the villagers are the teachers for Study-Services-and these facts should be reflected room 


in costs as well.
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it seems that this cost relation to the university is a sensitive area especially for those Study-Services which are managed by them. 

UYA/ACTION 

For example, the high costs per volunteer man-year of
are directly related to the high university overhead costs which thus reduce theefficiency of the service. Unfortunately no specific data from project countries are availableto follow through with a comparison of the efficiency of their approaches to higher learning. 
Second, Study-Services respond to the need for professional services in rural areasslums. Volunteers work as teachers, in health care, community 

or urban 
efficiency of the develcpment, etc. Theservices, in providing development assistance until permanent professionalservices can be installed, is indicated, for example, by the costs per volunteer man-year as compared to costs per primary or secondary school teacher. As long as Study-Services satisfactorilyfill a.tual skill gaps in areas where 

be 
no professional services are available, the student-volunteercan considered equivalent to the entry level of regular professionals-and therefore theirunit costs are comparable. Fot example, the Ethiopian University Service (EUS) reported atthe 1973 "Seminar 4 4on University Study-Seruice Schemes"

teers, regularly assigned to teaching positions, were exactly 
, that the costs for EUS volun

teachers, while their qualifications were equivalent to 
half the minimum salary for

those of teachers. Until early 1973 atotal of 2,378 volunteer teachers were assigned for a 10-months period, eachthe fast expanding school system saving 
helping to staffand the$4,161,500 or Eth. 

Ministry of Education a total of Eth.$1,750 per volunteer teacher. Apart from enabling the school system to
expand faster at less cost the service provided practice-oriented higher learning more efficiently
than classroom teaching could achieve.
 

The limitations of this evaluation does not permit further exploration of the efficiency ofStudy-Services, but in the light of the current tremendous costs of higher education, the inequality of educational opportunity and the problems of educating employable graduates, it iscrucial that Study-Services produce equivalent results with less costs than classroom teaching.It ishoped that other studies will focus on this aspect of the efficiency of Study-Services andprovide more detail for planning and management decisions. 

PROGRAM TASKS 

Like Other Development Services, the Program Tasks of Study-Services comprise: 

1. Schedules 

2. Recruitment and Selection of Volunteers 

3. Training for Work Programs 

4. Work Programs 

5. Credit for Study-Service 

6. Citizen Mobilization for Development Participation. 

Table 33 summarizes these Tasks: 
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Organizations Duration 

1 2 

NIGERIA I year. 
National Youth full-time 
Service Corps 

THAILAND: 1 year. 
Graduate full-time 
Volunteer 
Certificate 
Programme 

COSTA RICA: 3 months. 
National full & 
Youth part time. 
Movement varyigb 

lengthb)-

PANAMA: 3 months. 
National full imelc) 
Volunteer 
Service 

USA: 1 year 
University full-time; 
Year for 40 hrs. 
ACTION per week 

TABLE 33. PROGRAM T. '.-S OF STUDY-SERVICE 

Service Training 

Coverage (a )  
Time Areas Time 

3 4 5 6 

Nationwide' all graduating 5 weeks • Local language 10 months 
students. 12 States; For full-time • Citizenship 
certification - History/culture 

Leadership/personality (Outward Bound 
School concept) 

7 universities, 3 colleges 3 months, Social orders 6 months 
participating; Work in 20 480 hrs. • Human learning 
Provinces; Small portion equals o Social organization 
of student population. 40 credit • Rural & urban society 
For credit his. * Community Devel. 

* Social research methods 3 months 
* Evaluation of Work Program 
• Reporting of social problems 

GO htis - Technical field work 
rie credit 

Nationwide. Proportion 50 hrs Basic: Total 15 
of student population - Culture, history credit hrs. 
not available; Some for - Civics for 3 mos. 
credit - Youth work 30 hrs. 

Community Devel. week; 
otherwise 

64 hrs • Teacher training on-the-job 8 hrs week 

Nationwide; Proportion iia. * Community devel. methodology n.a 
of student population - History/culture 
n a , credit n a o Social issues 

- Adult education 

Nationwide. 55 univer n a Preparation during regular courses at 1 year lull-
sities. 2 colleges, 550 universities; Individual guidance by time, 40 
community organizations faculty hrs per 

week 

Work Programs 

Areas 

7 

• Hospitals 
. Farming 

Rural infrasturciure, roads, water 
schemes, etc. 
Surveys 
Surveying & Mapping 

" Service to disabled 3nd destitute 
- Development Admin. 

- Teaching primary schools 
• Teaching secondary schools 
o Rural health services 
. Community Devel. 

- Seminar and Report wi ting (thesis) 

- Health services 
- Teaching primary education 

Farming extension 
• Community devel. 
o Adult education 
- Youth work. sports 

o Farming extension 
* Community devel 
. Adult education 
- Club work 

35% Community, social legal services;
 
23% Health,
 
19% Education & Manpower;
 
1 1% Community organiz.
 
8% Econom /Business
 
4% Housing
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Explanations for Table 33: 

(a) Coverage includes: geographical distributionvolunteers compared of service, proportion of studentto student population; proportion of credit for service compared to overall educational requirements; only limited factual information isavailable for column 3. 

(b) Study-Services in Costa Rica serve full-time during Summer months and part-timeduring the rest of the yeer; training and work programs are conducted from the 60Regional Youth Centers. 

(c) Data from the Panamanian service stem from 1972, before dissolution of the serviceand its re-institution in 1974. 

1. Schedules 

Scheduling Study-Services within the academic terma!so reflects is not only a matter of practicability, itto what degree the service idea has been integrated into the educationalinstitution. 

The following major groups of Study-Service schedules describe various alternative approaches.The terms describing them were first used by Diana Fussel and Andrew Quarmby in a 1974survey for the International Development Research Center in Canada 4 5
 .
 
* "Intervening" Schedules: Full-time servicework at is sandwiched between coursethe educational institution, most often after 2 o-Costa 3 years of study:Rica, EthuPia, Indonesia, Nepal, Panama, University Year forACTION/USA. 

* "Interwoven" Schedules: Part-time service interwovenCosta with course work:Rica, Community Service Volunteers, U.K., various universities
Latin America and the USA. 

in 

"Subsequent" Schedules. Full-time service at the close of studies and beforeattaining graduation: Nigeria, Thailand. 

° "Parallel" Schedules: Usually part-time service parallel to studies but notlinked to them: many services established by students themselves,Service Scheme in India. National 

With the exception of the "Parallel" Schedules, academic studies aredegree before service assignment. required to a varyingEducators commonly feel that students should complete at!east two years of classroom study before their service can
f d they can become useful to the community,
employ experiential learning successfully. Other educators prefer the completionaf tfs of academic studies (or undergraduate) and schedule the service before gradut u n t Schedules). In such cases, service becomes a bridge between the academic
rO thp and' employment, i.e. 
 job-entry preparation.re4at The University Yeara full-time service requiring 40 hours per week with 
for ACTION 

t roblems in various respects: an "Intervening" Schedule 
(a) some academic programs do not Permit full-time leave for service, for example nurses and other laboratory work related studies 
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(b) 	 students who must work (luring summer to pay for tuition cannot afford to 
participate in service 

(c) 	 experiential learning in service would be enhanced if the required 40 hours 
per week of full-time work would be reduced somewhat permitting part-time 
attendance in classes that are relevant to the work. 

Fussel and Quarmby, however, argue that "Interwoven" Schedules require significant changes 
in the academic instruction at the university and many faculty members are reluctant to accept 
that change. They feel that, at the outset, "Intervening" Schedules are more easily introduced 
because they leave classroom instruction virtually untouched. 

From the information available to this study it seems that schedules of Study-Services are de. 
termined by the following factors: 

" 	 Organizational Structure: Whether the service is part of a national program 

outside the university or is university-centered 

* 	 The service-learning concept: Whether it is part of academic learning or an 
appendix to it 

* 	 The costs and funding structure in terms of amount and regular availability. 

2. 	 Recruitment and Selection of Volunteers 

Recruitment and selection procedures are determined by the nature of the Study-Services, 
voluntary or obligatory ("call-up"). 

Voluntary Study-Services normally recruit and select candidates through faculty members who 

ostensibly are responsible for the service: 

" 	 Costa Rica requires written applications. Candidates are recruited and placed 
by the university and the National Youth Movement acting jointly. 

* 	 Panama's National Volunteer Service recruits and selects candidates via a 

Joint Selection Committee comprised of faculty, student body and the 
service; the Committee selects and places student-volunteers on the basis of: 
(a) vocational skills and/or field of studies, and (b) personal qualifications 
(emotional stability, initiative, positive attitude toward work a,.d people 
of other cultures). Applicants must provide references from their profez. or-. 

" 	 The Thai and US Study-Services (Jo not report specific criteria for selection 
except t' e voluntary application by students for service. 

Rightly so, voluntary Study-Services do not apply a "de-selection" approach to recruitment 

and placement of volunteers as, for example, Foreign Volunteer Services do. There are some 

indications that the comprehensive Peace Corps recruitment and selection procedure initially 
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as Social and Technical Development Services, but it
influenced some Study-Services as well 

styles and reduced procedure to essentials that are 
seems now that all have found their own 
most useful to their purpose. 

The replies from a small sample (9) that
"Why do student-volunteers participate in service?" 

was interviewed give insight into the motivations of volunteers, according to priority. 

"1. 	 To go out, help others, do something useful in the village; before settling 

down this will be the only opportunity 

many things about oneself and others; to define for2. 	 Opportunity to learn 

oneself what to do in the future; seek meaning in life
 

3. 	 Get away from the sterile atmosphere of the university 

4. 	 Challenged by the idea, adventure. " 

are 	 not surprising-These motivations to 	 go out, help, learn, experience, have adventure, 

they are similar to those of volunteers in the Social and Technical Development Services 
youth. Most important for aand Foreign Volunteer Services which also involve educated 

define for oneself what to do in the future.'" This indicatesStudy-Service is the response: "To 
reconsideration of study and career choices and underscores a very important reason why 

help channel career selection to areas where professional skills are
Study-Services exist: to 

University Year for ACTION 4 confirms the importance ofneeded. The evaluation of the 
choices for UYA volunteers. Further, Dorothea Woods, in

Study-Service experience for career 
and 	Voluntary Service", reports similar experience by theher 	publication, "The University 

United Community Service of Milwaukee1 29 

As explained earlier, most Study-Services in developing countries are obligatory, but the 

manner of enforcement differs and is reflected in recruitment procedures: 

0 	 University-centered services, as Indonesia, Ethiopia or Nepal, conceive 

obligatory service as no different from any other required credit course for 
education procedures 	aregraduation. In other 	 words, regular "formal" 

imposed on the service idea, and students sign up as for other courses. 

* 	 Government-centered services recruit through a nationwide "call-up", as the 

Youth Service Corps refers to its recruitment. Final yearNigerian National 
students receive the call-up letter before the term ends, informing them as to 

date and place of registration. Corpsmembers are allocated to the States on 

the basis of tiheir demands for the specific professional/technical qualifica

tions the students can meet. Because of the need to build the nation, and 

bridge the cultural and tribal differences among Nigerians, Corpsmembers 

are not assigned to their home States. This policy has been successful: 62% 

of the corpsmembers never previously visited the State to which they were 

assigned; this percentage is even higher for the North Western (83%) and 

South Eastern States (91%). 

Students who receive a "call-up" but refuse to make themselves available, are 

guilty of an offense according to the National Youth Service Corps Decree. 

They are then liable to a penalty of N 200 (U.S. $307) or 12 months im

prisonment or both. 
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Starting with the academic year 1974-75, Nigerian students who graduate 
abroad are also eligible for service upon returning home, if they were up to 

31 years of age at the time they obtained their degree. As indicated earlier 

this rule is enforced by requiring employers to demand t:,e discharge 
certificate from graduates who apply for jobs. 

Kenya's approach for service of domestic students is similar to Nigeria's and is outlined inthe 
1972 I LO/UNDP Inter-Agency Mission's proposal, "A Strategy for Increasing Producti,, 

140Employment in Kenya" . One year of obligatory community service at the completiofn, 
upper secondary education, and one year at completion of tertiary 6ducation are recor. 
mended as part of a long-term and fundamental reconstruction of the whole education systern 
The proposal is tailored to population growth on the one hand, and need for employment 
opportunities on the other. 

The recruitment of foreign students and their par ticipation is a somewhat neglected area 0l 
most Study-Services, yet it is one of the most promising aspects for a global education and 

future international cooperation. As far as could be identified, the recruitment of foreign 

students for Study-Services follows three different approaches: 

* 	 excluded from service because they are not citizens of the country (Nigeria); 

" 	 obliged to serve because they are students at the university in a country with 
obligatory Study-Service (Nepal); 

" 	 permitted to serve on the basis of voluntary application (Ethiopia, Thailand, 
UYA/USA). 

3. 	 Training 

Training volunteers for Work Programs is one of the major problem areas in directing Study. 
Services. Yet this is the point where the whole question of development orientation of the 

university comes to focus. In student-volunteer preparation for work assiqnments the had 

questions of change in the concept and practice of academic learning cannot be evaded. 

Table 34 illustrates three examples of Study-Services' volunteer training: 
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TABLE 34 TRAINING FOR STUDY-SERVICES 

Organization: Type of Training Duration 

NIGERIA: - Intensive orientation 5 weeks 
National Youth on university or 
Service Corps college campuses in 

the various regions for 
men & women 

- State tour of all 
administrative Di-
visions to familiarize 
themselves with people 
& their problems 
where the State Corps 
members will work 

THAILAND: 
Graduate 

- Basic training: 
classroom 

Volunteer 
Certificate 

Programme 

- Technical Instruc-
tion, field work 

Total duration 

USA: Pre-Service Training: 
University (a) Initial Orienta-
Yearfor tion 

(b) 	On-the-job 
Training 

In-Service 
Training 

_.._assignment 

480 hours, 
equivalent 
to 40 credit 
hours 

69 hours; 
no credit 

3 months 

2-4 weeks 

Part-time 
during year 
of wo k 

Major Topics 

- Citizenship; national and local 
issues, history, culture, local 
customs, service idea 

- Local language training 

- Physical education and drill 
training 

Leadership and personality 
training along the concept of 
"Outward Bound Schools" 
including: Expeditions, rock 
climbing, initiative tests, first 
aid 

Social orders, politics of society;
principles of human learning both 
in school & community; rural and 
urban society; social organization 
structure of societies; economicsand community development; 
human relations and leadership; 
social research methods; reporting 
of social problems 

Teaching in primary and secon
dary schools; community devel
opment, health service, etc.
 

-. Introduction into ACTION 
- Complexity of poverty problems 
- Strategies for Community organ

ization for change and growth, 
- resource development 
- Programming by objectives 
- Mobilizing other volunteers 

- Job planning for volunteer 
assignment in local community 

- Planning future in-service skill 
training 

- Work experience & skill training 
- Locating adequate housing 
- De-briefing 

- Skill training as required on the 
job 



The Nigerian national agency-centered service conducts centralized training on the regiona 
level at designated universities. Male and fema!e corpsmembers, who will work later in the 
same region report for training after their registration in the State Capitals. The traini, 
period is the only time the university has direct contact with the members of this Stjjd, 
Service. Other involvement of the university is restricted to participation in the Directorat_ 
(supervision), and issuance of the degree certificate after service. Apart from lesson.t~l 
instruction, personality training along the Outward Bound School concept opens up the train. 
ing to a group dynamics approach.At present, NYSC focuses on the student-volunteer, provid. 
ing him with additional instruction and experiential learning. A change of higher educatio, 
itself through this Study-Service is not attempted. 

Training in the Thailand Study Service offers a different example. It takes place in the familiar 
environment of the university. The curriculum concentrates on social studies, some proc 
training (surveying, report writing, etc.) and teachers' training in a field assignment. Student. 
volunteers receive-proportionally-a large amount of academic training in preparation fo 
practical field work. The reason is, of course, that this is a certificate program, not merelyf 
credit, but also for the final examination thesis on the Study-Service experience. Only th 
academic part of the training and the thesis work based on field assignment are credited, 
whereas the practical skill training is not assessed in terms of academic learning. This conclL 
sion is underlined by interviews with students which indicated that faculty "does not unde. 
stand the volunteers' work." But interviews also indicated that Thai service officials themselv 
are dissatisfied with the lecture type of training and plan to change to experiential learning 
approaches during the preparation period. 

The problem of translating work experience into learning with academic credit is also reported 
from the University Year for ACTION 4 . By designing three smaller units-initial orient
tion, on-the-job-training, and in-service training-ACTION emphasizes a work orientationol 
training, in contrast to other Study-Services. Differing from the Thammasat University Service, 
UYA does not give credit for the training of student-volunteers but does credit their actl 
work programs as will be explained later on. 

None of the Study-Services evaluated applies what one would like to regard as social-invole 
ment-training, a role-oriented approach that prepares the student for his total involvement ini 
community in terms of technical skills, cultural awareness, communication, and community 
organization skills. Perhaps Study-Services can build on the experience of Foreign Volunto 
Services-after all, both are placed in different cultural settings and in roles not previously 
experienced. In their "Preparation for Encounter" handbook, for example, Phillips Ruoppano 
Paul Wrobel 106 describe Peace Corps volunteer training for community involvement throug 
community exploration. The core of their training concept is to give the volunteer an opPo( 
tunity "to learn how to learn" as both an emotional and intellectual experience. I believe tht 
such a role-centered approach to volunteer preparation is of value for both domestic and for* 
eign volunteers who enter a different cultural environment during their service peri0d 
Together, both Domestic and Foreign Volunteer Services have accumulated a significr 
volume of volunteer training concepts, methodology and experience which can help to inte 
grate training for work into an academic learning concept. 
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4. Work Programs
 

Most Study-Services 
 assign volunteers to !ocal communities. The exception among thoseto regional and district governmental 
reviewed isthe Nigerian National Youth Service Corps (NYSC) which chiefly assigns volunteersagencies. More recently also NYSC includescommunity and non-governmental projects in its work program. 

local 

meet needs of local communities or of agencies under which they will serve. Otherwise, if the 
field of study does not offer employment, student-volunteers 

Volunteers are placed in jobs related to their field of studies or career interests-if their skills 
are placed as "generalists" in 

roles which draw upon their general education and common sense. The latter is most often the
case inprimary teaching assignments and general community development. I do not belive that
the argument prevailing among some experts concerning so called "specialists" versus "generalthe effectiveness of a service, It isnot a question of principle but of practicality and usefulness 

ists" volunteer placement is important for either the learning experience of the individual or-and both types of placement occur in most Study-Services. Experiential learning in work/tervice assignments always has more than one component:

* 
 skill application and gain of experience-if possible related to field of study 

or career interest; 

* personal growth through service for others; 
• emotional satisfaction through being needed and being able to contribute.
The UYA Study 
 in the USA 4 confirms that students gave highest importance to reasonswhy they became volunteers:
 
a 
 'To gain some practical experience in my chosen college major or probablycareer (76%) 

• To develop some desired skills and abilities (66%)."
COncerning the benefit of UYA experience, the same report finds: 

* 75% strongly agree: "'1 feel / am learning more practical or applied know.ledge than I would in a comp3rable period in the classroom." 

• 54% strongly agree: "I have a better idea of my career goals."

• 
 46% strongly agree: "1am learning more about myself than anticipated."


grateu Volunteer Certificate Programme
uate 
in Thailand reports a similar response fromrconcerning their job placement and work experience. Work wasfthemi the following respects: 

most worthwhile 

; First, all acquired teaching experience and skills. 

165
 



Second, being change agents they brought about some changes to their 
students. Generally, new teachers are more active and pay more attention to 
students thus motivating them to learn. 

Third, volunteers are more mature, tolerant, self-confident and responsible
after working for aperiod of time in the field. 

Fourth, all volunteers seem to have better understanding of rural people and 
their problems. 

These feedbacks from volunteers confirm that the requirement of accomplishment of serious 
work isa most important factor for volunteer placement. Therefore: 

" 	 First the needs of the community or project agency "to do a job" have high
est priority as a criteria for placement. 

* 	 Second, the field of study and/or career interests of volunteers determine 
placement, since Study-Service ispart of a program of higher education. 

* 	 Third, the job must give volunteers a full work load and responsibility in 
which they can grow-they should not be misused in "cheap labor" that is 
not compatible with their skills. 

Table 33, columns 6 and 7, reviewed the Work Program Schedule and Areas of Assignments of 
the Study-Services under evaluation. They concern three priorities of major work areas: 

First, teaching in primary and secondary education is the major work assignment of student. 
volunteers. This is not only true for the Thailand university service but also for those in 
Ethiopia, Nepal, and many other developing countries. The school system seems to provide an 
easy entry for programming volunteer work projects because there isalready an existing struc
ture that is familiar to the volunteer and is similar to the university. But more important, 
many countries admit that they need the volunteer teachers to keep up with their plans to 
expand elementary educaton in rural areas. This would not be possible without the student. 
volunteers, because of the lack of teachers with adequate training. 

A second major work program area concerns the social conditions in a community: health and 
nutrition services; adult education and literacy; work with minorities, with the underprivileged, 
the disabled and delinquent; general y'outh work. 

The third area concerns economic development: improvement of agriculture, food storage, 
rural services, marketing (cooperatives), rural trades. 

In interviews, most respondents (sample of 9) agreed that the overall goals of work programs 
were achieved. Some responded "'with modification" because: 

" 	 the gap between urban students and rural people still exists, and communica
tion was not always achieved 

* 	 some jobs placements were inappropriate; volunteers were not needed. 
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To the question: "'Whatdo you consider the best type of student-volunteer work projects?"
the respondents gave the following priorities: 

1. "Formal and non-formal education, because then people are able to help
themselves. 

2. Elementary education and public health, because the many children in ruralareas need help; exclude secondary education, because there is not so great a
need. 

3. Projects should fulfill educational needs of the recipients: the presence ofthe volunteers motivates the teachers in rural areas to work, and volunteersmobilize support from the community for the school. 

4. Community development (literacy, health, work with minorities); moveaway from educational project, because education is traditional and withinthe volunteers' experience; they should gain new experience with problems
of inequality." 

Viork Program Organization and Methodology is at least equally important to successful volunteer assignments as the selection of types of projects. 

The Thailand Graduate Certificate Programme
programs: reports the following methodology for work 

Following completion of training at the university and the brief technical instruction in thefield, volunteers are assigned to villages in 20 provinces. Their primary task is teachingSchools for a six-month period. As 
in 

a secondary task, volunteers are required to conduct acommunity survey and collect data concerning their village for the thesis they are later to produce for their examination. As a third mandate, volunteers are encouraged to devote theirsare time to help the people to organize school or community activities and assist villagers inmatters of health, nutrition, adult education. During their stay in villages volunteersoccasionally visited by faculty members designated 
are only 

to
general, volunteers are on 

supervise their work assignments. Intheir own. 

In the final three months, volunteers return to the university, participate in an evaluationseminar and write the report about their assignment and experience. The equivalent ofcredit hours is granted 15for the work assignment, seminar and report. After completion of thefnal examination volunteers receive a "Diploma for Volunteer Graduates". The Civil Service'ommission of Thailand ensures that former volunteers, onentitled to receive the basis of the Diploma, "area proper salary as a sanction of high morale upon their hard work, that is alevel higher than a fixed ordinary starting scale." This methodology confirms an earlier0 rvation of the strong emphasis put on the academic part of Study-Service. Work itself isreduced to 50% of the total time of service, and even then the community work seems to comeinconflictrconfict withwt preparationr p r t o for the examination that leads to a Diploma. Even though allrports give highest priority to the teaching assignments, the fact that the community surveysand data collection 
vIlUnteer. 

provide the basis for the graduation thesis must create a conflict for the 

(contrast, the Education Corps in Iran-which providedIe1.)-involves the villagers to assess some reports for this evaluationthe performance of the volunteers. In this case, 
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the citizens of the local community who are the recipients of the service by volunteers are 
invited to rank their performance. This rating enters the volunteer's records at the Service's 
Headquarters and at the university for final examinations if he is a registered student (in Iran 
the study concurrent to service is voluntary). No doubt such an arrangement enhance the 
volunteer's interest in his work assignment, avoids conflicts with other examination work, and 
may be even one approach to translate community service into academic learning credits. 

As Compendium No. 9 (Volume II) explains, Nigerian students are assigned in more or less 
equal strength to governmental agencies in 11 States and provide supportive manpower to 
development projects. No information is available on the extent of volunteers' resPonsi. 
bilities during work assignments. The respective governmental agencies supervise corpsmembers 
and report about their performance to the NYSC Headquarters. When service has been 
completed, corpsmembers receive a discharge certificate attesting to their satisfactory perform. 
ance. This certificate is required for later employment in Nigeria, both within the government 
and private sectors. In 1975, a "Certificate of Honour"was introduced "to be awarded at the 
end of each term of service to those corpsmembers who during orientation and service main. 
tained exemplary personal comportment, sense of discipline, selflessness and dedication to 

'"
 du ty. 

The high ranking of volunteer recruitment and selection by both nationals and foreigners 
comes as a surprise. It indicates that Study-Service is not yet integrated as a regular learning 
mode where everybody is accepted-and therefore no selection is necessary. It seems also, 
that the strong image of Foreign Volunteer Services (where recruitment and selection has high 
importance to successfully perform in a foreign culture and country) has rubbed off on this 
Domestic Development Service. All others indicate preference for factors which are important 
for furthering the professionalism of work, volunteer personal growth and career. They corres. 
pond with those identified earlier in the UYA evaluation 4 

In conclusion, comparing work programs with the objectives of Study-Services the following 
factors will most influence their effectiveness: 

1. The successful merger of work-learning and academic-learning into one con
cept is at the core of a successful program. If this is achieved, the university 
has changed and the individual volunteer will have gained an opportunity for 
experiential learning through real work situations. 

2. 	 Local community basis for volunteer work projects. 

3. 	 Professional and career oriented job assignments, providing responsibility 
and sufficient work load for the volunteer. 

5. 	Credit for Study-Service 

Here the question is "How" to give credit for work/service and not "Why at all?" As Peter 
Meyer points out in his book "Awarding College Credit for Non-College Learning" 8 2 , the 
access to credit "in our credentialing society" is still the door to satisfying employment
whether we like it or not. To accept non-academic work experience for credit, the education 
system must reorient its attention from teaching to learning. In other words, it is not the 
attendance at a session of instruction, but what has been learned, that is credited. For Study-
Services it implies that it is not the attendance at the work/service assignment but what has 
been learned through work that should be credited. Most universities have difficulty assessing 
the work experience as a recognized input into the learning achievement. 
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Thainmasat University Service credits only the academic achievements, the attendance at
training and the report or thesis evaluating the work assignment. In contrast, the Nigerian
NYSC does not credit the; service as such but postpones the certification of the first degreeuniversity examination -which took place just prior to service-after completion of the work 
,issignment. 

UYA reports three stages for developing credit procedures for Study-Service"= : 

In the first year of a new UYA program at a university, student-volunteers
apply existinq (:redit procedures such as independent study courses, practi
cum courses, or ohtain special permission from instructors for infrequent
attendance, but nevertheless receive credit. 

* In the second year of the UYA program at a university the feedback from
student-volunteers regarding their problems of scheduling and meeting academic demands while serving as full time volunteers provides a basis forcrediting Study Service. In a response to this feedback, specific seminars orin-service courses are arranged for the student-volunteer, but they must be"housed in some existing academic unt, faculty time must be assigned andthe program must he discussed and approved through the usual university
channels. " 

Both national and foreign responses are displayed together since they gave identical prioritiesto the various factors, with one exception of emphasis. They agree that local community basedDrojects are most important to ensure success for volunteer work programs in Study-Services.As for the type of projects, rural/agricultural and social development projects are clearly prelerred. Both nationals and foreigners also agree on the importance of the leadership qualifica
lions of the supervisors and volunteer participation in decision-making. However, nationals
emphasize the importance of leadership whereas foreigners give higher preference to volunteerarticipation. 

;or comparison, the question of overall volunteer performance was raised: "In your opinion,"hiCh of the following factors contribute to the volunteors'performance?" Out of 14 optionsOth nationals and foreigners (sample 10) gave third or better preference to six factors that 
affet volunteer performance: 
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TABLE 35. FACTORS CONTRIBUTING TO VOLUNTEER PERFORMANCE 
IN STUDY-SERVICES 

Respondents' Priorities 
Factors for Volunteers' Success 1. 2. 3. 

1. Quality of volunteer recruitment and 70 20 10 
selection 

2. Quality of volunteers' training/ 10 50 20
 
education
 

3. 	Responsibility on the job 20 30 30 

4. 	 Needed on the job (sufficient workload) 10 30 10 

5. 	Work assignment in line with education 10 20 20
 
and interest
 

6. 	Prospect of employment after completion 20 - 20
 
of service
 

The University Year for ACTION, USA, has adifferent approach to work programs: volunteers 
work with local community organizations in a variety of assignments such as teaching, in 
special education, probation, legal defense for minorities, para-legal work in consumer affairs,
health education in schools, health services, community organizers, low-cost housing. It is 
ACTION policy that a minimum of two-thirds of volunteer assignments should comprise 
groups of at least four. But according to the UYA evaluation 4 the majority of directors dis. 
regarded this policy indicating that the number of volunteers should be determined solely by
the requirements of the project. ACTION policy includes the requirement that students give
full-time to the community (40 hours per week) for one year without attending traditional 
structured classes at the university and that the volunteer live in the poverty community. As to 
the latter, experiences are mixed depending on whether adequate housing could be found, 
whether the students themselves came from low income groups, and what kind of projects 
were carried out. The requirement of full-time work without any academic studies was 
questioned by the majority of directors of UYA programs: Apart from full-time service "an 
academic component is necessary to relate service to learning. " Others comment that the full
time requirement is sound, otherwise the university would never examine its academic struc
ture and change. The overall experience points in the direction of a compromise that full-time 
work of about 30 hours per week should be combined with some 10 hours of academic studies 
in order to establish this linkage between service and learning. This, of course, isonly possible 
if students work in communities surrounding the university-which they do in the case of 
UYA. 
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Opinions on the success of work programs were ul)tained in interviews "In your judgment,which factors contribute most to the success of volhnteer work projects?" Out of 19 options, 
Iiie national and foreign respondents (sample 10) (lave a third or better priority to the followinq factors 

TABLE 36. FACTORS FOR WORK PROJECT SUCCESS IN STUDY-SERVICES 

Respondents' PrioritiesFactors for Project Success 1.2. 	 3. 

Local community related p~rojects 	 70 20 

2 Acceptanc, of volunteers by the local 50 10community receiving themr
 
3 Rural and agricultural development 20 
 30 10 

projects 

4 Social development prolicts 30 
 10 
 10
 
5 Leadership and understandinj of 10 
 20 -Suervisors
 
6 Volunteer participation in administra 10 
 - 20
 

tifon/management of their work
 

* 	 This process takes time up 
 to the third year of the program at a university,
but the UYA report states: "Unless the project succeeds in establishing someofficially recognized courses, coulrse mimhers, seminars, modules, majors, or
Supervising procedures which provide clear credi: granting mechanism forservice.learning, the project has not institutionalized one major component
of the UYA program. " 

ThisUrIs example on how a Study Service is mlded to accommodate traditional teaching
'NU rmbutso 'nste of affecting change to develop 
new ways of work/learning assessmentand atribioinstea 
ANdifferent approach of establishing credit for Stud'/.Service has been developed by

in r'81Development Service (NDS) 

the
 
in Nepal, as Diana Fussell and Andrew Quarmby report


Stheir, "Stud6.

Study Service Newsletter" of December"The grading system is based 197546. on making available a total of 80 marks or 
eight credits that can be earned by NDS participants if they devote them-Selves to their work and do not break the scheme's various rules. 
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The 80 marks are divided up and alocated to various kinds of work and tovarious aspects of the student's performance whilst undertaking this work asfolio ws: 

School teaching. 

- atte.dance at school Maximum marks
10 
- teaching the minimum of two periods 

4per day (12 periods per week)- teaching up to a maximum of a further 
4 periods per day 

6 

- sincerity and interest 
- influence on the rhildren- improvements to the school 3 

3
3 
Work other than school teaching:- creation of a village (or school) library, 

2or improvement of an existing library
-
 quiz contest (as an educational technique)

and cultural programmes 2
 

- games, physical training, scouting 
- adult education (including literacy teaching) 2
 
- reforestation and conservation 4
 

- agricultural extension 3 
3
 

-
 health and hygiene 

- family welfare - 3
 
- construction work (irrigation canals, latrines, 3drinking water supplies, roads, etc.) 

3 
3 

General. - attendance at training 
5 - presence at village- relationship with villagers 


- adaptation to village life (i.e. living simply, 
103
 

eating local foods, etc.) 
2
 

- discipline and moral behaviour 

5
 

"Besides stipulating the maximum marks available for each of these points,
the grading system in some cases lays down the way marks will be awarded
up to that maximum. 

"For example, students will normally be expected to be present in theirvillages for a total of 300 days, and the headmaster of the school will recordtheir presence, turning this role over to 
the pradham pancha (village head)
during school holidays. Students staying in the village for the full 300 days
can earn 
 10 marks, 290.299 days 9 marks and 280-289 days 8 marks. Lessthan 280 day,- means the student will later have to return to the village, without a living allowance, to make up the d'ays missed before being allowed tobegin the next semester of academic work. 
"In addition to these 80 marks or eight credits, 20 marks or two credits areavailable for satisfactory completion of the village survey and the ten creditsare added to the 80 credits already required for a degree. 

172 



Study-Servicez 

"Students who are granted less than 50 of the availablethe 1VDS requirement 100 marks will failand will have to complete another year of servicesatisfactorily it they wish to continue their academic studies. 50-69 marksgains a Pass grade, 70-79 a Merit grade and 8a 100 a Distinction grade. Thehighest scoring male and female students will each receive an NDS medaland Rs.500 in cash. 
"'An analysis of tio marking system outlined above shows that although itwould be possible for students to gain a Pass or even Merit grade by utidartaking only teaching and the village survey, to make really sure of a goodgrade they need to he active in several other activities too. Thus the gradingsystem helps ensure that the students will work to some extent a.5 generalists,and not just as teachers, as happened in 1974-75. Inyear's experience, fact, based on thatian;, students will welcome the opportunity to do workother than school teaching rnd the wide variety of technical support booklets they have been given will help give them the confidence to tackle suchactivities as reforestation and health education. " 

The Nepalesf National Developjment Service provides credit along three basic indicators: 

* presence a, work 

* 
 behavior at work and personal life style (based on villagtrs' feedback)
 

* work achievements and other community involvement. 

Currently it is the most comprehensive example to assess learning in community service foracademic credit. 

Finally itshould be noted that in the United States,Corps or some credit is also accorded for PeaceVISTA service after volunteers havewish to continue as 
completed their assignments as teachers, andcertified teachers at home. This issue is discussed in Chapter 7, "Feedback
 a Home".
 

Thu, four forms of crediting approaches can be identified in Study-Services: 

1. Certification of study after service is completed (Nigeria) 
2. 
Creditation of the academic component of the overall Study-Service program
according to current teaching requirements (Thailand, UYA/USA)
 
3. Implementation of a new credit system for work/learning, based on type andintensity of work, performance and individual student behavior (Nepal)4. Assesment of work performance on the part of the recipient villagers com

bined with academic correspondence courses (Iran). 
There 

is no doubt that creditation of Study-Servica is one of the mostlarn ,_ther higher education has in 
yg 

fact changed, and important indicators asand development needs. 
the university become responsive, to 
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6. Citizen Mobilization for Development Participation 

Closest to the student-volunteer are the members of his family and the home communiTheir acceptance-or support-is an important aspect for mobilizing citizens from all wal 
of life for development participation. In interviews the question was raised: "In your oPinio 
what do the volunteers' families and communities think about their serving?" Both nationi 
and foreigners (sample 9) gave the following answers: 

56% 	 say that the majority of family members disagree with Study-Service because
 
they feel it is dangerous and they worry about their children; also the dis
tance from home is a factor
 

22% 	 believe approvethat family members of the service because student-volun
teers acquire new experience, and it is accepted as a patriotic idea 

22% 	 feel that the home community of volunteers approve of the service, whereas 

11% 	 have the impression that the home community thinks "they are mad." 

Actual resistance against the Study-Service was rarely encountered by 44%; frequently,
 
11% and never by 33%.
 

To the follow-up question: "Who resisted the participation of the volunteer in service?" th 
respondents (sample 9) gave the following replies according to priority of incidents: 

Father (56%) 
Mother (44%) 
Other family members (22%)
Volunteers themselves (11%) 
Community (11%) 

These replies indicate that Study -Services seem to be less acceptable to the volunteers' familie
than to their home communities. It may well be that this resistance results not so much frorr
this new concept of higher learning as from lack of information about the purpose, value anc
actual projects of Study-Service. No doubt, more information about the service program tc 
families can help to c!ose this resistance gap and broaden the support basis of Study-Service or 
the part of the general public. 

Another area of concern is the acceptance of a collaboration with Study-Services by t14 
general public and local community. 

Interviews with officials and student-volunteers-even though only a small sample could be
obtained-give a lively insight into the possibilities and constraints of citizen participation in 
Study-Services: "In your opinion, which factors contribute most to the acceptance and appre'
ciation of this service by the general public?" 

* "Volunteer work, showing good motivation by their work for others" (38%) 

* Favorabl press, public relations (25%) 

* Projects that contribute to the overall development of the country (13%) 



0 

Study-Services 

• 	The philosophy of service behind the volunteers' work (13%) 

Favorable comments by the royal family (Thailand, 13%)." 

And further: "In your opinion, who in the local community are the key persons in support of 
cooperation with volunteers.?" 

" Village Headman (75%) 
" Village Headmaster (School) (63%) 
" Monk (Asia) (50%) 
* Teachers (25%)
" Youth leaders (25%) 
" 	 Community Development (13%) 

Workers (Latin America) 

And in contrast: 'Which groups exhibited the least understanding and support for volunteers 
4vrking in their village?" 

"The 	 they do 
difference between a volunteer and a teacher. 
" illiterate because not understand volunteer work and the 

* 	 Depends on the project; for example in family planning it would be the older 
women. 

* 	 The richest, because they feel threatened in their positions and holdings." 
(Latin Ameri::a). " 

The interview respondents gave the following good examples of local community collaboration: 

" 	 "Building of a school together with village people-because villagers could 
see what they can do by themselves. 

* 	 Immunization and family planning from a local health centre-because the 
doctor was well integrated in the local community. 

" 	 Students' road constructi n in a village, bringing together 3 cliques of the 
village for participation and cooperation-because the students were sincere 
and interested, and to that the villagers responded. 

* 	 Community assistance by a group of volunteers-because the volunteers 
became part of the community. " 

Examples of failure of cooperation, resistance or ignorance, included: 

'When the volunteer could not get support of the headman she tried to 
Organize the villagers for her project against him and failed.-Because the 

village headman is really an influential person and the volunteer failed to 
recognize it. 
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* When villagers refused to participate in building a library-because they did 
not see the use for it and the volunteer was unable to adequately explain the 
need to them. 

" The illiterate people in the village confused me with teacher, it's nota 
exactly resistance, but is difficult-because I would like them to know what 
a volunteer is. We will have to work harder to communicate the concept of 
being a volunteer which is something new. 

* 	 Construction project where volunteers worked alone, without help from 
villagers, they (the volunteers) became not integrated into the community. 

" 	 Projects in remote areas where elders don't like to have boys and girls work. 
ing together-because of cultural traditions,-but this can be resolved and is 
now more generally accepted. " 

Apart from these opinions voiced in interviews, evaluation materials indicated two other prob.
lem areas, resulting from ignorance in the local community: 

* Student-volunteers were received with reluctance because villagers thought
they were school drop-outs and less qualified. It has been the tradition all 
along that qualified people remain in the cities and only those who other. 
wise cannot find jobs go to rural areas. 

* 	 In Islamic societies, the male volunteer not only will often be treated differ
ently from the female volunteers, but he encounters difficulties in training 
women for employment roles in services or home industries. Some reports
indicate that male volunteers enjoyed special treatment and fell back into 
their old supremacy roles. Here the attempt to change the community back
fired and the volunteer complied. 

These two instances indicate community cooperation as such might be obtained, but the 
attitudes underlying cooperation are equally important. In other words, the need for changed
attitudes is a desideratum for both the student-volunteer and the cooperating community. 

Finally, the respondents were asked to rank factors affecting the participation of communi. 
ties: "In your opinion, which factors helped or hindered most the cooperation between this 
service and the local community?" Both national and foreign respondents (sample 10) gave
third or better priority to the following factors: 
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TABLE 37. FACTORS HELPING COMMUNITY COOPERATION IN STUDY-SERVICES 

Helping Factors National & Foreign Respondents' Priorities1. 2. 3.
 
% % %1. Belief of ihe comrniraiiy tlidt the service 30will chanel their sil at i(30 

2. Villagers particil)at(;d it, sut rvision ofvolunteers' projects 10 10 30 
3. Work Project was requested by local 

community 30 10 
4. Stronq leadership in community 


10 
 10 
5. Cultural and religious traditions 

10 

106.Volunteerslivingwith 10localfamilies 10 
1

1010
 

TABLE 38. FACTORS HINDERING COMMUNITY COOPERATION 

Hindering Factors National & Foreign Respondents' Priorities1. 2. 
1. Conflicts among villagers 4 1 

40u 
 10 102. Conflicts with other agencies assisting

the local community 20
 30 _ 

3. Level of literacy and general education 10 
of local community 

10

4 Cultural and religious traditions - 20
5- Belief of the community that service 

10 
will change their situation 


10
 
ork Project was assigned by National
 

lev ment Plan - 10 

177
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What do opinions reveal about citizen cooperation with Study-Services? 

1. Information and communication of purpose and program facts are crucial 
for all services and without them no citizen mobilization or participation can 
be achieved. Such communication should specifically address different 
groups: the volunteers themselves, their families and home communities, 
the communities which receive volunteers in work projects, and the public 
at large. 

2. 	 Selection of work projects that villagers feel are needed; i.e. community
participation in project identification. An outside--academic-imposition 
of "what thcy nped" leads to failure of projects. 

3. 	 Support of the Study-Service by key persons is most important to achieve 
involvement of the larger community in the execution of the project.
Obviously, students from urban areas, serving in rural villages, encounter 
problems of cross-cultural communications that are similar to those of for
eign volunteers serving in other countries. These problems embrace not only
understanding of local languages but also knowledge of social strata and 
decision-making processes in villages, as well as other cultural traditions. 

4. 	 The actual participation of citizens of the project community in functions of 
the Study-Service, such as supervision of joint work, has a two-way positive
effect: It ensures the success and effectiveness of the service and it advances 
the people of the community through participation. Also, spreading the idea 
of voluntarism as a concept of self-reliance and democratic participation,
requires the actual involvement of the residents of the community in order 
to permit them to experience the idea and judge its value. The example of 
the volunteer-teacher who could not convey this idea through his one-sided 
teaching assignment, in contrast to volunteers who built the school jointly
with the villagers and thus were able to achieve cooperation and apprecia
tion of the service idea, confirms this conclusion. 

5. Finally, the factors most hindering any citizen mobilization and participa
tion are the conflicts among citizens and among agencies designated co help
local communities. That was true also for Training and Emoloyment
Schemes (see Table 23) and it is reported by respondents from all regions.
One respondent indicated from his Study-Service, that the involvernent of all 
factions (cliques) of the village with the outside volunteers in joint work 
projects helped to overcome local conflicts-at least for the duration of the
project. The outsiders, the student-volunteers, became the catalyst, and the 
joint work projects became the vehicles to facilitate both a change in atti
tudes and a development that improved the community and henefitted its 
people. Peace between the conflicting cliques may not last long after the 
volunteers have left the community, but their achievement represented a 
small step forward. Better communications to the outside world and better 
education and community leadership will further help to resolve the local 
conflicts which hinder ritizen participation. 

What then are the areas of citizen participation in Study-Services? Table 39 displays the
involvement of citizens' groups and functions they perform with Study-Services. 
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Organization 

NIGERIA: 

National Youth Service Corps 


THAI LAND: 
Graduate Volunteer Certificate 
Programme 

COSTA RICA:National Youth Movement 

PANAMA: 
National Volunteer Service 

USA:University Year for ACTION 

TABLE 39. AREAS OF CITIZEN PARTICIPATION IN STUDY-SERVICE 

Citizen/Community Participation in: 
Volunteer Training Work ProgramsRecruitment Location Trainers Planning I Joint Work I Supervision 

Majority o' ;rojects not community
based, but community projects on

(university) 	 the increase, Joint projects durino 
Christmas/Easter vacation 

Yes Yes 
during field 

Yes 
somet;mes 

Yes 
sometimes 

training only 

Yes Yes
during on-the-job 

Yes Yes 
;ometimes 

Yes 
sometimes 

training only 

Yes Yes Yes 

rarely 

Yes Yesduring on-the-job Yes Yes Yes 

and in-service 
training 

Supervisory/Advisory 
Board of Organization 

Yes; private citizens 
and business 

Yes; business & private 
organizations 

Yes; political parties 

Yes; pr'vate organiza
tions 

Yes; private citizens 

C
2 



The participation of citizens and local community groups in the various program areas oStudy-Services differ in value and intensity of mobilization and commitment. 
Participation in volunteer recruitment, for example, requires only low key and part-timE
involvem ?nt. 

Work programs offer the broadest opportunities for an in-depth encounter between volunteersand local citizens, especially when it involves joint work projects and the supervision of VOlun.teers. Joint work projects do not only represent a higher degree of citizen involvement butthey also ensure better project success
amples described 

than the "we are teaching them" approach-as the e.on previous pages reveal. With the exception of UYA/ACTION-which haswork project participation on the part of citizens firmly established-all other Study-Servicesevaluated have no clear policy in this respect and achieve collaboration only occasionally Inthis connection it is worthwhile to cite the example of the Indonesian Kuliah Kerja Nyata(KKN). Here student-volunteers are assigned as "cross-sectionworkers" community developmentto provide extension service to villages for all governmental agencies combined andinvolved in local development programs. Volunteers are directed towork under his supervision. This approach 
the village headman and 

assures community involvement and at the sametime reduces-or even eliminates-the conflicts between different agencies. 
The training of student-volunteers isanother area where-so far-citizen participation is limitedand often not encouraged. Volunteer training is under the supervision of the university andconducted by faculty. Only on-the-job-training or field training of volunteers involves localcommunity technicians, teachers or other professionals related to the oroject. Somewhatdifferent is the University Year for ACTION approach with a three step field training whichenables broad community par(icipation. 

For most Study-Services, citizen participation from local communities in the academic part ofvolunteer training clearly poses a problem which, of course, is related to the earlier discusseddifficulty of credit for Study-Service. However, it isbelieved that participation of experiencedprofessionals from local project communities in the academic part of volunteer training will bea definite asset for all partners: the university, the local community and the student-volunteer.Thus citizen participation in academic training of Study-Service volunteers becomes an im.portant indicator of the overall performance and effectiveness of the organization, and of thedevelopment orientation of the university. 

As a final point, all Study-Services that were evaluated involve individual citizens or citizengroups in supervisory or advisory roles, although the available materials do not provide an in.sight into the efficacy of their functions. The participation of citizens in supervisory roles hasmore impact on the Study-Services which have work programs that are well integrated into thelocal community. The stronger the national centralization, the more important it becomes thatcitizen organizations participate in the decision-making, in contrast to the individual citizenwhose voice may be easily lost among governmental agencies. Interestingly enough, citizenparticipaiion on the boards of the Thai, Costa Rican and Panamian Study-Services is fairlystrong, whereas it has less impact on the Nigerian and USA programs. 
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ACHIEVEMENTS 

Both coverage and volume of achievements in Study Services are strongly influenced by their 
different structures, the obligatory or voluntary nature of service and the service schedule 
during the course of the academic study. 

Consistent with the reasons and needs for the establishment of Study-Services, the program 
output can be recorded along the following quantitative performance indicators: 

" 	 coveraqe of student population through participation in Study-Service 

* 	 coverage of the qeofqratlical area of the ccjntry to ensure student work 
assignments in different cultural settinqs and to guarantee that people in re
mote rural areas receive the needed professional services 

" 	 coverage of all areas of curriculun study to ensure that all students have 
access to Study Service and all faculties are affected by this directional 
change in higher education. 

The coverage of obligatory Study Services is more or less complete; they reach the total 
student population eligible for service. And because of their total outreach, most of them 
cover all geographical areas of the country with their work program assignments. These quan. 
titative achievements are, of course, not due only to effective management of the organization, 
but result from the legal regulations of the service. Study-Services in Nigeria, Indonesia, Nepal, 
and Ethiopia are examples of service obligation reaching the total student population. The 
Nigerian National Service Corps covers not only students at universities in Nigeria, but also 
those Nigerians who matriculated abroad. The Nepalese National Development Service also 
reaches foreign students studying at Tribhuvan University in Nepal. 

As expected, the voluntary Study-Services, such as the Graduate Volunteer Certificate Pro
gramme in Thailand, the University Year for ACTION, USA and the services for students in 
Costa Rica and Panama reach only a limited portion of the student population. This limitation 
is due not only to a lack of motivation for volunteer service, but also to the availability of suf
ficient funding, as isevident, for example, in the Thailand Study-Service (see Table 31). 

With the restricted outreach to the total student population there isoften a restricted coverage 
of geographical area within the country. There a;-e simply not enough student-volunteers to 
provide the needed services in all regions or districts. In the case of UYA/USA, volunteers are 
assigned to local communities immediately surrounding the university and only if more univer
sities would participate could the geographical coverage be expanded. 

The third indicator of curriculum coverage concerns the outreach of Study-Service within the 
university to change the limitations of the system of higher education. 

Now the question israised. What has been achieved to reach all areas of studies offered at insti
tutions of higher learning? In other words, to what extent has Study-Service become part of 
the curriculum in all departments and faculties? Probably the Nepalese National Development 
Service comes closest to a comprehensive curriculum coverage which affects all areas of study. 

In general, Study-Services with a "subsequent" or "parallel" schedule of service during uni
versity education have a low or no curriculum coverage. They leave the existing curriculum 
unchallenged and do not attempt to integrate academic and work/service learning. For 
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example, the Nigerian Study-Service,students and all geographical with a "subsequent" schedule, though reaching allareas, leaves the universities virtually untouched and does not 
affect changes in curricula ordoes learning objectives. Similarly, the "'parallel"scheme of Panama 

not report any changes of curriculum. Costaits Study-Service branch and-even though 
Rica, however, has achieved creditation ofa "parallel" scheme this very fact indicatescurriculum coverage. some 

But, also those Study-Services which havestudies ("intervening" their service "sandwiched"schemes) indicate between academicUniversity Year limited curriculum coverage. The evaluation o,for ACTION 4 reports Zhethat current study regulations prevent students in 
various fields of studies from volunteering for service because: their presence is required at theuniversity (nursing, dentistry, etc.). 
To sum up, if Study-Services are 
 to be a vehicle for a different form 
 of higher learning, they 
must effect changes within the educational institution and cover all curriculum areas. 

The Volume of Study-Services, as in all learning processes, is not easily ident fied or assessed. 
Volume represents qualitative achievements as comparedestablishment of the service, Therefore, qualitative performance indicators are: 

to the objectives an i reasons for the 

" the proportion of student-volunteers who return to the university afterservice and actually graduate; 
* the extent of employment of former student-volunteers in areas where theirprofessional services are needed, be it the rural 

fields such 
areas or special employmentas social service; 

* the acceptance of former volunteers in civil service careers to changenature and spirit of civil service; the 

" the degree of the institutionalization of Study-Services within the highereducation system, including faculty participation and citizen participation inacademic training," the degree of institutionalization of the role of Study-Services in local com
munities and their contribution in providing needed professional services;

" the degree of local citizen participation in Study-Services activities. 
Examples of qualitative achievements of the Study-Services evaluated follow: 

schedule)Thailand: Graduate Volunteer Certificate Programme (Voluntary service, "subsequent" 
especially their teaching experience 
Reports stress foremost the value of work and the changing behavior of students toward work,in single assignments. They are described as more mature,Self-confident and responsible after completion of field assignments. Finally, they aredescribed as having obtained a better understanding of rural people and their problems. The
folowving facts seem to support this notion of achievements: 
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Study-Sorvic= 

Employment of former volunteer-graduates after completion of service (130former volunteers as of December 1973) 

- 44% returned to rural areas as teachers; 

- 10% hired by Civil Service Commission for public administration assign
ments; 

- 10% enterLd private business; 

- 7%continued their own education; 

- 4%became staff members of GVCP; 

- 3%entered Community Development Programs in rural areas; 

- 2% became members of the Social Welfare Administration; 

- 20% were reported as unemployed. 

The high return rate to rural areas (47%) of graduates is sig:ificant because itiscontrary to tradition and status of the academic
jectives of GVCP to 
. It is one of the major obchange attitudes toward professional assignments inrural areas, and it has been achieved to a significant extent. Also, 53% of theformer volunteers entered social-science-oriented professions which traditionally do not carry high status and acceptance in the academic world.
 

° The recognition of GVCP diploma by the Civil Service Commission accom
panied by an upgrading of the entry level into civil service for former vol
unteers;
 

Loc.al citizen participation arid acceptance by the general publiccated by the are indifact that communities provide housing to volunteers and
thereby help to finance the service in the equivalent of $7,525 or 22% of the
total costs. Volunteers are generally well accepted in local communities and
the high return rate of 47% is an indication not only of a change of attitude
on the part 
 of the students but also acceptance by villagers. The participation of private organizations and business on the Advisory Committee :,r!d inProviding some financing shows that increasingly the service is accepted bythe general public. There is no doubt that the achievements of the Thamrasat University Service and the outreach to the overall student populationil Solely dependent on leadership and the extent to which continued supportcan be mustered from the university and the general public. It is still an uphill fight to integrate the service more broadly in the university and society, 

and secure sufficient financing. 
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USA: University Year for ACTION (Voluntary, "intervening" schedule) 

In 	 line with the objectives of UYA, set forth in the Domestic Development Service Act, the 
following achievement indicators were identified in the UYA study 4: 

" 	 the extent of institutionalization of the UYA within the university 

" 	 the extent of incorporation of UYA activities into the community organiza
tions receiving volunteers 

* 	 the impact on the student-volunteer. 

1. 	Institutionalization of UYA in the university is expressed in the following terms: 

- all universities evaluated have established a mechanism for volunteer coordi
nation and an administration for experimental education 

- volunteers are not funded out of regular college funds and most do not allow 
for reduction in tuition during service 

-	 more than half have advisory committees to coordinate service-learning 
activities 

-	 12 regional inter-university service-learning programs evolved from the 27 
evaluated 

-	 more than half allow only minimal faculty time compensation for super
vision of volunteers 

- all changed their official statements concerning the role of service-learning. 

2. 	 Incorporation of UYA in Community Organizatons. 

- 49 of the 66 community organizations indicated that the relationship be
tween community organizations and universities has expanded especially in
the following areas: more assistance from faculty in form of consultations;
cooperative classes with the university (research projects summer programs
for children, adult education); increased use of university resources; faculty 
on 	their advisory boards, etc. 

- What will remain of the UYA service after volunteers have left? 43 of 66
organizations indicated that services would be diminished because replace
ment of staff would require budget increase; 39 reported that volunteers 
effected changes in the recipients of services rather than in the agency itself;
10 reported that the project improvements will continue after the volunteers 
have left. All agreed that it will be difficult to replace the volunteers because 
their substitution would require para-professional, professional or managerial 
skilled people on a full-time basis. 

3. 	 Impact on the Volunteer: 

33% of the former volunteers evaluated continued in a part-time volunteer service. 
All volunteers evaluated reported the following benefits: 
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Study-Services 

- gain of skills and abilities (priorities); working with other people, legal skills,
teaching, planning, organizing, report and proposal writing, research skills; 

- compared to normal curriculum they learned more practical skills; 

- they were better able to apply c!assroom materials to the "real world";
 

- they cited greater personal development.
 

Volunteers gave the following reasons for piarticipating in UYA (priorities):
 

- to gain some practical experience;
 

-
 to develop some desired skills and abilities; 

- to provide needed services in poverty related areas. 

;inally, problems related to the current UYA policy were reported in the following areas: 

The requirement of full-time service (40 hours per week) prevents some stu
dents from participation because their academic program does not permit
full-time leave (for example, nurses) or students must work during summer 
to pay for the tuition. 

Requiring the volunteer to live in the poverty community should be handled
flexibly, depending upon whether the surrounding community approves of 
such a solution, and whether students are able to commute to the campus;
also many students belong to poverty groups themselves; 

* Requirement to the volunteer to be full-time in the community and not 
attend courses at the university: Most support such a policy because other
wise the academic program at the university will not change. However, they
feel it is necess3ry to introduce an academic component to relate the service 
to learning and identify the gain. A combination of full-time work (30 
hours) and a related academic program (10 hours) is suggested. 

Cp Rica: National Youth Movement (Voluntary, "parallel" schedule) 

OIotunately no specific reports on the -chievements of the Study-Service branch of this"ned service were available.",sby students:g However, the following listing indicates service accomplish
g 

provision of medical services to remote rural communities 

practical work orientation of the service as a supplement to the theory
oriented education in schools and universities 

increase of awareness on the part of youth concerning their participation innational development efforts, especially provision of social services andeconomic assistance to the underprivileged 

increased awareness on the part of youth concerning their role as citizens in 
building their nation through volunteer service in local communities. 
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As indicated earlier, as a "parallel" scheme to the regular education year, NYM has a very 
limited impact on eliminating or modifying the shortcomings of higher education and making 
universities more responsive to development needs. 

Nigeria: National Youth Service Corps (Obligatory, "subsequent" schedule) 

At the time of this survey the Nigerian Service had just completed its first year of oper.tion 
and no feedback was available as to what extent locally assigned corpsmembers have found ana 

encouraged local participation. It is also not possible to identify the achievements in terms of 

professional services provided in the various Regions so soon after inception. 

NYSC evaluated the first year of its arograrn especially through questionnaires mailed to the 

corpsmen. Many of their recommendations were integrated into the 1974-75 program. These 
scope to include local corn.recommendations resulted in a broadening of the work program 


munity development projects, small scale rural industries and mobile health units. This made
 

NYSC more responsive to local citizens' needs and at the same time resulted in greater satis.
 

faction for the individual corps-members.
 

As pointed out earlier, the service achieved a comprehensive cross-cultural experience for its 
members to overcome the tribal differences in Nigeria: sixty-two per cent of the corpsmen 
previously had not even visited the State to which they were assigned for work-service; the per. 

centage was even higher for the North Western Region (83%) and the South Eastern States 

(91%). Recalling that one of the reasons for the establishment of NYSC was "to bridge the 

gaps between cultures, tribes and religions, and to instill patriotism, dedication and 
and with people never visited before isconsciousness .. ." this one year work-service in areas 


a crucial first step. It is, of course, achieved through the obligatory nature of the service.
 

Another aspect of achievement is the enforcement of the service obligation with those 

Nigerians who study abroad-mostly in industrialized countries. The Directors of NYSC took 

great care, and still do, to explain and discuss the service obligation with those students. In ex

tensive travel they met with them at their places of study and had an open discussion on the 

practice and principles of this national service. Observers who had the privilege of attending 

such meetings reported that they were impressed by the openess and sophistication of the dis

cussions. So far, there are no indications that Nigerian students have refrained from returning 

home, after completion of their studies abroad, because of the one year service obligation. 

A word concerning the impact of the Nigerian Study-Service on the university: With a "subse

quent" schedule, i.e. service after completion of all course work, a challenge to the higher 

education system has been avoided and a change of curriculum or educational methodology 

has not been attempteo. 

Finally, it should be noted that none of the Study-Services evaluated has bridged the gap be

tween teaching and work/service learning, nor developed one unique crediting approach en

compassing both aspects of hgher education. Only the Study-Service in Nepal has developed a 

new creditation system attempting to comprehend both sectors. 

Also, none of the Study-Services has consciously developed a cultural learning concept and 

program which would include immersion into different subcultures and a systematic observa

tion and evaluation of the differences jointly with the people from the respective communities. 

So far, cross-cultural experiences are restricted to work assignments in culturally dissimilar 
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Study-Services 

communities and the comprehension and resolution of the problems encountered are left to 
the individual volunteer. 

CONCLUSIONS ON EFFECTIVENESS 

Study-Services are effective only as they are able to effect educational change, in other words, 
to modify or to eliminate the problems which caused their establishment. Effectiveness would 
be made evident by any change in the conditions of the: 

* 	 limitations of higher education in terms of experiential learning, employ. 
ment and development orientation 

• 	 needs for professional services especially in rural and poverty areas 

* 	 necessity to bridge cultural and societal gaps between tribes, the educated 
and uneducated, the urban and rural, and develop a common identity as a 
self-reliant nation. 

Consequently, an effective Study-Service is indicated by the following program features: 

1. 	University-oriented organization and management that enables linkages be
tween academic and work/service learning and thus altering the perimeters 
of higher education. 

2. 	 Nationwide Study-Service concept and policy that ensures coverage of both 
a large portion of student population and outreach to all geographical areas. 

3. 	 Institutionalization of work/service as a learning program of higher educa

tion that is indicated by: 

" official educational policy to that effect 

" 	 policy for faculty participation and allocation of adequzte faculty time 
for involvement in the work/service program 

* 	 citizen participation in the academic part of volunteer traning for 

Study-Services 

" establishment for both the training and work portion of the service 

" creditation for both the training and work portion of the service 

* 	 integration of Study-Service into the regular budget for higher educa
tion. 

4. Institutionalization of Study-Service within the local community as a mode 
to provide professional services and mobilize citizens, indicated by: 
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* 	 participation of citizens in 	 all program areas of Study-Service in
advisory and planning roles, as trainers, supervisors, or participants of 
work programs 

* 	 provision of professional services, such as education, health, legi,!, corn.
munity development, as long as regular employment of professionals is 
not available 

* continuation of requests for student-volunteer assignments. 

5. 	 Employment of former student-volunteers in rural areas and in jobs where 
regular professional services are required. 

6. 	 Linkage of Study-Services with other private and governmental institutions
which ensure resources (financial, planning, program support) and use of thestudent-volunteers in areas where they are needed. 

7. Training and work program design that enables not only technical or social
services but also cultural learning by integrating the student-volunteer intothe 	 local community and providing him with a means to analyze his re
actions to different ways of life, social patterns, and values. 

Again, Study-Services as such are not 	a panacea for the limitations of higher education or theills 	of a society. Only if the "HOW" of 	the service is executed along the lines indicated canStudy-Services become a vehicle for change that will solve some of the problems of develop. 
ment. 
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SOCIAL AND TECHNICAL DEVELOPMENT SERVICES 6 
As the term implies, people involved in Social and Technical Development Services (STDServices), the third category of the Domestic group, perform in social and technical development work. They provide such assistance because their educational backgrounds and skillsqualify them for the required duties. In the mandate given, and in the capabilities expected ofthe personnel, STD Services are similar to Foreign Volunteer Services. The main difference isthat their volunteers serve at home, whereas the latter serve in a foreign country. 

This Chapter reviews in depth Social and Technical Development Services in Canada*, Indonesia, Kenya, Thailand, United Kingdom, and the United States. Table 1 lists the organizationsevaluated here. They include the services by univw.-sity graduates, the elderly, businessmen andwomen, villagers, community leaders, and nationals whose education stems from the experiences of life rather than from formal schooling. The individual Social and Technical Development Services are described in Volume II, Compendia Nos. 11, 12, 13, 14, 15, 16, 17, 19, 20,
and 20/2. 

WHy SOCIAL AND TECHNICAL DEVELOPMENT SEPVICES? 
As with other categories, a combination of various reasons caused the establishment of these 
services, 

Lark of Skilled Manpower, Unemployment and Underinvolvement. 

Imbalances in the employmentCOuntries structure have been-and are still-occurring in developingas a result of the limitationssufficient in the education system, as was discussed earlier. Innumbers of qualified piofessionals and technically skilled people were-and are
serving rural areas, while-at the same time-unemployment of University graduates in theC'ties was increasing. More recently a lack of professional help is also reported for the increasing number of underprivileged in urban slum areas. For example when BUTSI wa. established 
in Indonesia in 1968, there were more than 6,000 unemployed university graduates in Jakartaalone, and the number was rapidly increasing. Similar situations prevailed in most countries. 

yVoun this report was written the Canadian Parliament decided to dissolve the Company offndsgCandians by the end of the Budgetwere reported as the reason 
Year on Marco 31, 1976. Lack of governmentfor termination. 
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There were two major reasons for the unemployment of professionals in the cities: 

1. They were unemployable because their fields of study and their theory
oriented education did not give them the knowledge 3nd practical skills that 
were actually n',eded. There were too many lawyers, art graduates, and not 
enough engineers, nurses, social workers, agriculturists, etc. 

2. 	 The tradition and social status attached to employment in cities, the "white 
collar syndrome," left only "the failures" to seek employment in remote 
areas. 

These two factors, together with the limited amount of trained and educated manpower avail.
able to start with resulted, in most developing countries, in a significant shortage of profession.
al services in rural areas. Local communities especially lacked teachers, agricultural advisors,
community deve!opment organizers to take advantage of national development programs, the
health and nutritional services and others which would improve the rural infrastructure. 

Thailand's Volunteer Leaders for Community Deve!opment (VLCD) cited another reason, in
addition to unemployment or underemployment, for the establishment of the service: the idle 
people in the communities. 

" 	 In villages today-even though there may be various organizations both 
public and private involving people according to their interests-there are a 
great number of idle people who do not concern themselves with any group
working for the common good; it is regrettable to see this waste of energy 
and capability; 

The idea of community, development is to form a community-based force 
and jpply it to the deve:opment of the very community. If all these forces 
would be left idle it would be a great loss to the community and the country; 

If then opportunities are offered to the people to unite in helping them
selves for their common good it will lead not only to progress in the local 
community but to the country as a whole; 

* 	 In addition, these self-help forces will help to develop the mind, teach people
to sacrifice for the common good, protect and relieve hardships in emer
gency and natural disasters and build local progress. " 

Hence, VLCD responds not to the unemployment of the educated but to that of the villagers
themselves-whether or not they are formally educated. 

In industrialized countries, the lack of social service manpower, the needs for care of the sick,
the handicapped, the underprivileged, offenders, and those lost in poverty, was a major cause
for the establishment of Social and Technical Development Services. Often called "Community
Services," they responded to help cure the ills created by industrial mass-societies. 
Thus, whether in developing or industrialized countries, these services are a response to
employment problems, helping to solve them in their special way. 

But not 	only societal problems caused the founders of these services to act. The importance 

they gave to these problems and their determination to change the situations that creatzd 
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Social And Technical Development Services 

them, were a strong force in the establishment of their STD Services. In short, it was aauestion of values and priorities. The underlying philosophy, ethic or political program, playeda significant role in the initiation of these services-whether it was revival of the "Spirit ofgotong-royong" (tradition of cooperation and mutual assistance in villages) in Indonesia, or theconcept of voluntary service as an expression of a democratic way of life in Canada, the UK
and the USA. 

Along this line, in the United States the ACTION agency addresses the problem of involvementopportunities for all population groups: 

"America is a nation unique in the political history of the world. More thanany other nation, it is the sum of the energies and efforts of all its people.The American tradition of voluntary involvement-of freely committingone's time and zalents in the search for civic improvement and social progress-gives an extra dimension to the meaning of democracy." 

And: 

"We cannot afford to misuse or ignore the considerable talents and energiesof our people. In the coming years, the continued progross of our society isgoing to depend increasingly upon the willingness of more Americans toparticipate in voluntary service and upon our ability to channel their serviceeffectively." (from the President's message to the US Congress of March 24,
1971). 

Inthe United Kingdom, the Commuiity Service Volunteers, speak about "tl,e ;'1ht to serve"
by every citizen. 

InIndustrialized countries, the ever increasing number of retired people require special attent ion and new involvement opportunities. Since the 1960's the retirement age has beenstantly reduced, while at the same con
time life expectancy is increasing. For many, this leaves aPeriod of 15-20 years available for useful employment and involvement-but with no outletfor useful activity. I believe that STD Services have a special obligation to make use of thismanpower and create invelvement opportunities. They can take over functions in many socialServices which now overburden local and federal governmental programs and thus bring themback into the hands of community members. With the exception of the US and some effortsinthe UK, most industrialized countries have not yet responded to this cause. 

Nation-building and Self-reliance 

Indeveloping countries, the societal problems are aggravated by the need to build one selfrliant nation. This is a recurrent theme for all Domestic Development Services. The need to
lig cultural, educational, geographical gaps and bring that necessary outside impulse to theClosed inlocal communities was very instrumental in establishing STD Services. 

F rple, in Indonesia 83% of the population lives in remote rural areas on the more thanf'm 0 islands in about 56,000 villages which are still administered in the traditional honorary 
gaps in tr own 

ther iythe village head. All too often these villages were not reached, and did not participatenor inthe national development effort. People were needed to bridge theseCreato reach and involve the population. Thus BUTSI,e the Indonesian STD Service, waso do just that. 

191 



As 	pointed out earlier, Nation-building requires not 	only learning how to communicate acrostribal or sub-cultural borders, learning how to change attitudes and respect otherslearning how to develop 	 but alsonew priorities, values and traditions. Achieving that through Work!service in local communities is probably one of the most realistic, most daring and mostrewarding attempts. The need to change attitudes and to develop new values was described indetail in Chapter 4 and(Training Employment Schemes). It is a common theme for all
Development Services. 

In 	 summary, the internal reasons for the creation of Social and Technical Development
Services are: 

" re-training and job-entry training of the educated through work/service fordevelopment of technical, managerial and problem solving skills; 

" 	 providing much needed professional services in rural and urban areas, and toprovide involvement opportunities for those who are unemployed, or are
idle; 

* learning to contribute to the betterment of people and gain satisfaction fromit; to communicate across cultural, educational and social status borderlines
and thus change attitudes toward each other. 

International Trends Establishing Development Services 

There is no doubt that the creation of Social and Technical Development Services in bothdeveloping and industrialized countries after World War II was influenced by the workcampmovement, church world services, the various youth and adult services in Israel, and thecreation of Voluntary Service Overseas (VSO) in the UK and the Peace Corps in the USA.The International Conference on 
in Puerto 

"Volunteer Middle Level Manpower," held in October 1962,
Rico which resulted 
 in the creation of the International Secretariat for Volunteer
Service (ISVS), was instrumental in initiating discussions in various countries regarding the
desirability of service by educated people at 
home. The Arsa Pattana movement in Thailand,BUTSI in Indonesia through ISVS, the Kenya Voluntary Development Association throughecumenical work-camps, the Panama National Volunteer Service through the Peace Corps, the
Costa Rica National Youth Movement through the Israeli Jadna Youth Corps and the Community Service Volunteers through VSO in the UK then were established. 

To 	 be sure, the general international trends of these volunteer service ideas never wouldhave resulted in actual implementation if the earlier described causes, and the service traditionsof the countries themselves, had not provided the unique national basis demanding action. Thisassociation with the international trend for 	Development Services-and this is true for allcategories covered in this study-represents a belonging to a "family of organizations" of aspecific nature. Their interrelationships by concept, design and cooperation transcend national 
borders. 
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WHAT OBJECTIVES? 

The review of the objectives of Social and Technical Development Services confirms that theyhave similar aims, and respond to the development needs especially of rural communities toassist them in self-help projects. 

The Rural Development Volunteers Program in Thailand stated its objectives (of 1965): 
"1. 	 To provide the opportunities for the volunteers to help the villagers in

developing local leadership and expanding their public facilities. 
2. To 	develop manpower resources which will be useful in the future develop

ment of the country. 

3. To enable the volunteers to increase their knowledge of their country andgain experience in economics and public administration by working in rural
villages. 

4. 	To promote better understanding between villages and the government." 
Ina similar approach, with objectives defined in 	 1962, the Kenya Voluntary Development 
Aciation (KVDA): 

' Aims at bringing people together from various Districts, racial groups and 
educational backgrounds to bridge the gaps between them; 
Brings young and old people together in voluntary development camps fromdifferent parts of Kenya or from abroad to accomplish concrete tasks in a
specific community,; 

* Endeavors to keep volunteering within the African context by basing volunteer services on traditional A frican volunteer concepts; 

* 	 Encourages every member of the society to take part and to show deep concern in every national or international effort or scheme designed to improve
the lives of the less fortunate members of society."
 
nFrona industrialized country, the Community Service Volunteers in the United Kingdom,

Stree its objectives in 1962: 

"a) to provide further education for young men and women by encouraging and

enabling them to undertake 
 voluntary work in education, social service or.similaractivities in various parts of the world and in particular in the United
Kingdom. 

b) 	 to give Publicity toand to recruit for any similar programme in other 
countries and to receive volunteers from them; 

) by participation in such activities, to 	enable young people to relate the 
Christian Gospel to the needs of the community." 
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A more recent example (1973) from an industrialized country are the objectives defined by 
ACTION, USA, fo; its various types of domestic STD Services (according to the Domestic 
Volunteer Service Act, Section 101): 

".*. to strengthen and supplement efforts to eliminate pro verty-rela ted human, 
social and en vironmten tat problems in the U.S. 

* 	 by encouraging and enabling persons from all walks of life and all agc groups,
including elderly and retired Americans, 

• 	 to perform meaningful and constructive volunteer service in agencies, institu
tions, and situations where the application of human talent and dedication 
may assist in the solution of poverty and poverty-related problems, and 

* 	 secure and exploit opportunities for self-advancement by persons afflicted 
with such problems. " 

In sum, all Social and Technical Development Services have these objectives in common: 

1. 	 To engage volunteers in community development service by working with 
local agencies, extending governmental development programs to local 
communities and providing much needed social, health and technical services 

2. 	 To involve local citizens in activities for their self advancement 

3. 	 To provide a learning experience through work/service to the volunteer for 
his personal gain and satisfaction, and so that eventually he becomes a part 
of employable, educated manpower. 

Some services in this category have additional objectives: 

4. 	 Service in foreign countries or inclusion of volunteers from foreign countries 
isan aim of BUTSI/Indonesia, KVDA/Kenya, and CSV/United Kingdom. 

5. 	 While most services address the young, the domestic program of ACTION/ 
USA mentions specifically the objective of opening up service opportunities 
for the elderly. 

In general, the objectives of STD Services are couched in broad terms which permit shifting of 
emphasis and modifications as needs change, without violating the legislation or decrees which 
established the Service. But, as planning for individual programs gets underway, specific targets 
require definement - otherwise no effective "management for results" would be possible. This 
interrelationship of overall organizational objectives and specific program targets receives 
further attention when the various program tasks are evaluated. 
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PROGRAM ACTIVITIES 
Diagram 2 conveys the analysis of the Program Activities of Social and Technical DevelopmentServices. Like others, they have two main sections: Program Inputs and Tasks. 

Program Inputs 
The Inputs into STD 
date, achieve 

Services indicate both their abilities and limitations to fulfill their mantheir objectives, and solve some of the societal problems which caused theircreation. Inputs include: 

1. Legislation, Supervision and Leadership2. The Background of Volunteers and the Participation of Women
3. Staff 
4. Organization and Management
5. Costs and Funds 

Table 40 reviews the Program Inputs. 
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Organizations 

1 

KENYA: Voluntary Develop-
ment Association (KVDA) 

INDONESIA: Badan Urusan 
Tenaga Kerdja Sukarela 
Indonesia (BUTSI) 

THAILAND: Arsa Pattana: 
Rural Development Volunteer 
Program (RDVP) 

Arsa Pattana: Youth 
Development Volunteer 
Project (YDVP) 

Arsa Pattana: Volunteer 
Leaders for Community 
Development (VLCD) 

PANAMA Servicro Nacional 
De Voluntarios (SNV) 
-Professional Volunteers 

branch 

TABLE 40. PROGRAM INPUTS OF STD SERVICES 

VOLUNTEERS 
Establishment Number Total since Age Range Educational 

Legislation 1973 established Years Background 

2 	 3 4 5 6 

1960 movement by 435 (including 3.112 Majority school High School,
National Christian Council foreign age; no upper Secondary' and 
and Quakers. 1962 Charter, volunteers & age limit lower tertiary 
non profit, ron-denomina- females) education
 
tional
 

1968 by Ministerial Order 1973: 500 976 22-30. 294 1974. 650 volunteers 
No. 99/Kpts/68 of (421 male, (as of 1974) volun:eers; with bachelors
Minstry of Manpower, 79 female); 	 above 30: degree: 100 volun-
Jakarta 1974: 770 56 volunteers 	 teers with masters 

degree 

1965 by Cabinet Resolu- 67 224 21-25 Bachelor or masters 
tion in the Community (47 male. degree or equivalent
Development Department, 20 female) technical school, 3 
Ministry of Interior years study after 

high school; mostly 
agricultural/lechnical 
education 

1966 by Resolution of 215 	 18-25310 	 Completion of 
Council of Ministries in 1(110 male. 	 secondary education
C.D. Department. Ministry 105 female) 	 or equivalent
of Interior 
1972 by Regulation of 1974 n.a. 21-45 Minimum 4th grade
Ministry of Interior in tile 288 primary school,
Community Developrrent ability to read and 
Department write well 
1967 via Presidential 1971: n.a. 16-27 Completed Post-
Decree; Decreto de 80 Secondary or
Cabinete No. 105 University education 

Costs per Volunteer 
Man-Year 1973 (a) 

U.S. $ 

7 

n a.. Room, board and 
project materials provided 
by local cormmunities 

v973: $401.- (b) 

1973: S920.- (c) 

1973: $360.- (d) 
(average) 

1974: $250.- (e) 
(Average) 

1969: $606.- () 



CANADA: Company of 1966-69 by 'An act to 
Young Canadians (CYC) 	 provide for the establish-

ment of the Company of 
Young Canadians," 
Chapter 26, Public 
Service 

UNITED KINGDOM: 1962 invorporated as 

Community Service a charity organization by 

Volunteers (CSV) Charity Commission 


USA: ACTION: Domestic 1964: Economic opportun-
Operations: ity Act, Title VIII; 1971 
1. 	Volunteers in Service to transferred to ACTION 


America (VISTA) via Executive Order of 

Presidents; 1973: Domestic 
Volunteer Service Act (P.L. 

93-113 Section 603) 

2. Cooperative Volunteer 1974: Special Program, 
Program (ACVP) 	 Title I Part C of Domestic 

Volunteer Service Act 

3. Retired Senior Volunteer 1965 by Older Americans 
Program (RSVP) Act; 1971 transferred to 
Foster Grand Parents (FGP) ACTION via Executive 
and Senior Companions Order of President; 1973: 
(SCP) 	 Title II of Domestic
 

Volunteer Service Act
 

4. 	 Service Corps of Retred 4.______1964: Economic 

Executives (SCORE) 	 Opportunity Act & Small 
-Active Corps of Executives 	 Business Act; 1976 

(ACE) 	 Presidential Executive 
Order; 1973: Title III of 
Domestic Volunteer 
Services Act 

1973-74: 
315 
(189 male, 
126 female, 
110 with 
dependents) 

25,000 (751 
volunteer 
man-years) 

4,398 
(1,733 male, 
2,665 female) 

1974: 
224 

1974: 
116.971 
12,676 

799 

1974: 

5,220 
2,523 

n. 

n.a. 

n.a. 

n.a. 

n.a. 

n.a. Sevc 

n.a. 

18-28: 81% 
29-62: 62% 

16-22 

18-21: 9.9% 
22-24: 38.3% 
25-34: 28.3% 
35-44: 8.1% 
45-64: 10.0% 
65 + : 5.4% 

Similar to VISTA 

60 and over 
60 + 

60 + 

Retired 

n.a. 

Primary Ed.: 5.3% 

Secondary Ed.:
 
59.4%
 
University Ed..
 
353%
 

Majority completed 
High School; 20% 
handicapped; 25% 
police cadets 

High School 26.4% 
Attended College! 
17,8% 
Graduates. 55 8% 

Similar to VISTA 

Retired Low Income 

opBusiness experience 

1973-74: CDN $9,181.. (g) 

1973: $5,261.- (h) 

1976: $6,758.- (iI 

1974: S4,000.- I) 

C) 
0 

1974: $326.- (k) 

o 1974: $26.60 eie (I) 0" 

0. 

_. 



Explanations for Table 40: 

a) 	 Total costs of service per volunteer serving one fu!l year 

b) 	 Including portion of administrative overhed per volunteer man-year 

c) 	 Average costs for volunteer support, consisting of: 

Payments to volunteers per year $675.--

Resettlement allowance paid after $245.-

1 year of service
 
$920.-

d) 	 Average costs for volunteer support, consisting of monthly payments: 

Living allowance $24.50
 
Travel allowance not to exceed S 5.--

Total 	monthly S29.50 

e) 	 Volunteers are expected to live at home and support themselves; annual average 
costs per volunteer: 

Training, health care $200.--

Reward after 1 year of satis- S 50.-

factory service
 
$250.-

f) 	 Average costs per volunteer man-year for all three branches of SNV's combined 

service. 

g) 	 Including administrative overhead and remuneration to Council Members 

h) 	 Including administrative overhead for overall service 

i) 	 Costs per volunteer man-year, including ACTION administrative share 

j) 	 Calculated costs of direct volunteer support per year incurred by ACTION and re
imbursed by the sponsoring local community organization which actually pays for 
the costs of the assigned volunteer (cost sharing) 

k) 	 Average costs per older American volunteer incurred by ACTION including grants to 
local community organizations to cover meals, health care, accident insurance, 
annual physical examination, and reimbursed transportation and out-of-pocket 
expenses to older volunteers; costs exclude ACTION cost share for program support. 

I) 	 Average costs per volunteer per year for out-of-pocket and transportation expenses, 
without cost share for overall ACTION program support. 

198 



Social And Technical Development Services 

1. Legislation, Supervision, and Leadership 

Social and Technical Development Services derive their legal basis and consequent authority 
from three major sources: 

" 	 the legislative branch of government (Canada, USA) 

• the executive branch via presidential or ministerial decrees (Indonesia, Thai
land, Panama) 

" 	 civil codes that allow for non-governmental, non-profit, social or educational 
organizations (Kenya United Kingdom). 

STD Services-on a world wide basis-comprise a stronger voluntary and non-governmental 
effort, in comparison with the earlier described Training and Employment Schemes and Study-
Services. This is not surprising since the voluntary commitment--the participation expressed 
by a free will to serve for others-requires a capability to analyze the alternatives of available 
choices and make a personal decision. 

'he authority in Social and Technical Development Servicps isdelegated to membership bodies 
ifapDlicaule), t:,e supervising bodies, the Directors' leadership and, ii a number of cases, to 
,he 'olunteers themselves who participate in elections and policy and management decision. 
,Vhen the iegislation permits the delegation of authority to the volunteers themselves, the 
Service becomes an organization of volunteers rather than for them-an indication, of course, 
,4ahigh degree of participatory democratic structure. Table 41 displays the delegation of 
a,thcrity for the Social and Technical Development Services that are under evaluation. 

'Ie
aspect of the delegation of authority is immediately apparent, only the non-governmental:,ervices of Kenya and the United Kingdom include the volunteers themselves and allow them 

.P participate in policy decisions, elections, and supervisory functions. These certainly con
.Itute services of volunteers rather than for them. 

Interestingly enough, only the Canadian CYC and the UK/CSV have a membership structure 
With volunteers making up the main body of members. The governmental CYC does not pro
vide a role for volunteer members in functions that derive from legislative authority. In con
trast, CSV in the United Kingdom places authority on its volunteer members, including the 
election of the supervisory General Committee. 
inall Other cases, STD Services maintain their authority through supervisory bodies and their 

aDinted executives. 
.he leadership functions bestowed upon the chief executives are similar among Social and 
echnical Development Services. They always include the direction of the overall operation of 

he services, the hiring of staff (except for those appointed), and fund raising. In addition, in 
,akngup the earlier needs for involvement opportunities for all population groups, ACTION/ 
JSA requests the Director (Section 410 of the Domestic Volunteer Service Act of 1973): 

,tO COordinate with other community action programs and related Federal, State and n" ~rograms " .•encouraging greater use of volunteer services in those programs. " Most of 
'eExecutive Directors arc appointed and are ex officio members of their supervisory or 
6ViSory councils. 
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TABLE 41 AUTHORITY IN STD SERVICES 
0 

Organizations 

1 

Supervisory 

2 

Functions of Authority 

Advisory Executive Leadership 

3 4 

Volunteer 
Participation in 

Decision-Making 

5 

KENYA: Voluntary 
Development Association 

Executive Board (20 
members, serve volun-
tarily as staff 

- One Director, only full-time 
paid executive 

Establishing rules and 
regulations for work 
program jointly with 
villagers 

INDONESIA: BUTSI Board of 20 members, 
Minister of Manpower, 
Chairman; othe,"govern-
mental Departments are 
members 

Director is also official of Min
istry of Manpower & Ministry 
of Education; appointed by 
Minister of Manpower 

THAILAND: Arsa Pattana 
-Rural Development Vol-

unteers (RDVP) 
-Youth Development 

Volunteers (YDVP) 
-Volunteer Leaders for 

Community Development 
(VLCD) 

Rural Development Vol-
unteers Directing Coin-
mittee, appointed by 
Cabinet; Chairman: 
Deputy Minister of 
Intarior; Members are 
various governmental 
Ministries 

Director General, Community 
Development Department; Chief, 
Office of Rural Development 
Volunteers 

PANAMA: National 
Volunteer Service (SNV) 

1. Governing Board 
(Patronato) 

Technical Director, Direccion 
General para el Desarollo de la 

2. Junta Directiva (Exec. 
Committee) President: 
Minister of Agriculture, 
Commerce and Industry; 
Members: other Min
istries and Churches 

Comunidad (DIGEDECOM) 



--

CANADA: Company of 
Young Canadians (CYC) 

UNITED KINGDOM: 
Community Service 
Volunteers (CSV) 

USA: ACTION, 
Domestic Services 

Council, appointed by

Governor General in Coun-

ci; Secretary of State (in
 

charge of internal affairs
 
authority


is designated 

for supervision
 
General Committee elec- Advisory 
ohch9ar e fomernfar
ted at Annual General Council of 
Meeting ofn dVolunteer-e s g 16 appointedi s t e 

Members; 14 persons, public per-

act as patronsowhc9arfomr sonalities whovolunteers 

o Vsit 

National
-U.S. Congress 

VoluntaryGeneral-Comptroller 

of the U.S. Advisory 
22 nCouncil 

appointed 
members, 
priv t 
citizens 

One Director, appointed by
the Secretary of State 

-Honorary Director (without re-
muneration)-

-Executive Director 

both appointed by 

General Committee 

of ACTION-Director 
Director of Domestic-Associate 

& Anti-Poverty Operations
Deputy Associate Directors for 

and Older
VISTA, SCORE/ACE 

Americans Programs 

-Members of CSV: 
Annual General 

-9uo rmrovruieey
Meeting; 

-Election of General 

Committee 

on General
 

Committee G
 

o 

Commitee 

I.
 



In 	 a small sample of ten structured interviews, the question was raised: "In your judgement,
which factors are most important for a successful leadership of the director?" (see Appendix
A.-4, Card No. 6). Responses are related to services in developing and industrialized countries 
and give priority to the factors shown in Table 42: 

TABLE 42. FACTORS FOR LEADERSHIP SUCCESS 

Social and Technical Development Services in: 
Developing Countries: 

National Responses 
Priorities 

1. Administrative/managerial 
proficiency 

2. 	-Participation of staff/ 

volunteers in decision-

making, partnership 

style 


-Emphasis 	 on cooperation 
with other institutions 

3. 	Understanding of people 
with different backgrounds 
and culture 

4. -Technical/professional 
proficiency 

-Strong backing of super 
vising governmental 
agency or Board 

-Emphasis 	 on objectives,
 
philosophy, concept of
 
service
 

Foreign Responses 
Priorities 

1. Emphasis on program imple-
mentation, field work 

2. 	-Administrative/managerial 
proficiency 

-Strong backing from super-
vising governmental agency 
or Board 

-Emphasis 	 on objectives, 
philosophy, concept of 
service 

-Flexibility to adjust policy 
& programs to changing 
needs 

3. 	-Understanding of people 
with different background 
and culture 

-Emphasis on cooperation 
with other institutions 

Industrialized Countries: 
National Responses Only 

Priorities 

1. -Administrative/mana
gerial proficiency
 

-Participation 	 of staff/ 
volunteers in decision
making, partnership style

2. 	-Flexibility to adjust 
policy and programs to 
changing needs 

-Emphasis 	 on cooperation 
with other institutions 

3. 	Emphasis on objectives, 
philosophy, concept of 
service 

Listing of more than one factor indicates equal level of priority under any one number. 
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Social And Technical Development Services 

Out of a choice of fourteen factors the "insiders" (nationals) in STD Services, in developingand industrialized countries alike, gave a surprisingly similar ranking of priority factors affecting the success of leadership. The high priority given by both groups toDarticipation in decision-making, partnership style," 
"staff and volunteeris of special interest because the repliesin developirg countries come from governmental services, whereas thosecountries refer to non-governmental from industrial programs. The foreigners-foreign assistance experts whoare knowledgeable of Domestic Development Services-differ in theiroutsiders, priority ranking. Asthey perceive leadership factors in a more technical/organizational sense. Thepartnership style, staff/volunteer participation in decision-making, does not impress foreignersas affecting the leadership success of the director. While the replies comethey nevertheless indicate that leadership, irrespective 

from a small sample, 
developing or industrialized country, or 

of whether the Service operates in ais governmental or non-governmental, is perceivedsimilarly by the knowledgeable insiders. In contrast, the technical assistance outsiders emphas'ze leadership conditions thdt are important from a technical assistance aspect. 
In related questions. "In your opinion, what are the major achievements of the director?"and 'lVhat do you consider the mjor problem areas for directing this service successfully?"the respondents (sample 10) gve the following priorities: 

Major Achievements of Directors in STD Services 
In Developing Countries 

Opinions of Nationals Opinions of Foreigners 
In Industrialized Countries 

Opinions of Nationals 
- Established organization - Proper use of volunteers - Established organization 
- Innovative, established 

new programs & policies 
- Decentralization of 

service 
- Creative, new approaches 

for volunteer service 

Educational impact on
Superiors, staff & 
volunteers 

- Self-help mobilization 

- Inspires volunteers to 

- Receptive to ideas of
others 

Leadership 
Cordial way 

work at grass roots 
- A wise politician, "sells" 

- Practical, down to earth 
- Callousness, knows how to 

Linkage to foll 
emplOyment 

organization well sell" organization 

Opinions amOng nationals and foreigners in both developing and industrialized countries concting he major achievements of directors andSoo... problems in directing the service show
ctJ Pattern. Rather, they seem to reflect individual experiences. All groups of respondents

S "selling" the service idea to supervisors, governmental....c s Of great importance agencies and the general 

no 

for both governmental and non-governmentalNted, the non-governmental services list fund raising as a major problem area. 
programs. As 

',O Opinions from all respondents indicate that the cooperation between the directors and
rvising agencies or boards is satisfactory, 
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-

Major Problem Areas in Directing STD Services 

In Industrialized Countries
In Developing Countries 

Opinions of NationalsOpinions of ForeignersOpinions of Nationals 

- Fund raising, "Selling" 
- Administration of Head-

Development of permanent the servicequartersstaff (current staff on loan 
from other departments) 

- Fast expansion in size of - Independence from govern
rnent influencesservicesPolitical problem of 


pushing quantity of volun-

Low pay for civil servants, - Overidentification with 

teers rather than quality 
service, paternalismtherefore no staffof service 


- Cooperation with other
 
- Political problems arising

Communicate the socio. volunteer organizationsfrom using service for in-
cultural importance of the 

doctrination, resulted in
service, in contrast to tech-

closing of programnical advantages, to 

superiors and public - Centralistic management
 

approach, not enough part
nership and decentralization 

2. Background of Volunteers and Women's Participation 

Table 40, columns 3-6, sets forth the numbers and background of volunteers participating in 

Social and Technical Development Services. 

some extent the attraction the service was able to trans-
The number of volunteers reflects to 

the basis of voluntary application and commitment. 
mit to the public, since all participate on 

The number of volunteers also reflects limitations in funding that restrict expansion. Judging 
in Indonesia and the 

some evaluation materials, BUTSI 
from the date of establishment, and 

still in astage of building up 
Volunteer Leaders for Community Development in Thailand are 

the organization and expansion. Indonesia had planned to field 4,000 volunteers by 1976. All 

their full strength, considering their current organ
to have reachedother STD Services seem 

to for the estabthe original reasons 
izational structure, management and funding. Compared 

of them is limited. 
lishment of the service and the resulting objectives, the impact of most 

in Indonesia and ACTION in the USA involve enough volunteers to reach out to 
Only BUTSI 

large portions of the population.
 

There is little difference in the age range of volunteers in STD Services, which for the most 

part involve young adults. Only three services designedly employ older citizens: Arsa Pattana: 

Volunteer Leaders for Community Development in Thailand: Company of Young Canadians in 

Canada; and the Older American and Retired Executive Programs of ACTION in the USA. This 

a deliberate effort constitutes an area 
involvement of older citizens in community service as 

attention, and its importance will increase in the future. In developing 
which deserves more 

of course, less formally educated, and even 
of older citizens are,majoritycountries, the 

of life experience, and as experientially learned, 
illiterate, but they represent a vast resource 

should be provided with opportunities to participate in development. Excluding them means 

wasting valuable human effort and manpower. This applies also to industrialized countries, but 

for reasons of early retirement age, as was explained earlier. 

or "nonformally," provides 
The educational background of volunteers obtained "formally" 

the backbone for the capabilities of Social and Technical Development Services. In principle, 

the educational requirements abide by three principles: 
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Social And Technical Development Services 

o Completed post-secondary
Development 

or tertiary education: BUTSI/Indonesia, RuralVolunteer Program/Thailand, National Volunteer Service/Panama. 

0 High School, secondary or university education:Association/Kenya, Voluntary DevelopmentYouth Development Volunteer Project/Thailand, Community Service Volunteers/U.K., VISTA and Cooperative Volunteer Program/ACTION/USA. 

Primary school/literacy or no formal educational requirement but life experience: Volunteer Leaders for Community Development/Thailand, Companyof Young Canadians/Canada, Older American and Business Service Programs/ACTION/USA. 
The Community Service Volunteers (CSV) in the U.K. add one specific feature concerning thewAcground requirements of volunteers: they deliberately include the handicapped and juvenile delinquent in community service. The participation of volunteers from these "outsider"g'oups of society isthe result of the major principle of CSV that "everybody who applies has arot to serve. " 

Finally, and most importantly, it is the dedication and attitude of the individual which makesN "volunteer input" so important. As the BUTSI, Indonesia, Article 1 of the Order ofEsablishment describes it: 

'What is meant by volunteer manpower that is toINDONESIAN VOLUNTEER be mobilized by theSER VICE is a person who possesses education/expertise which is needed for social/economic development, and whohas a strongsense of service (dedication and devotion) which will enable himto become apioneer in social renovation and construction and who possessesaworking relation that is of temporary nature." 
vbCipation of Women 

I,
principle, the higher the formal education of volunteers the more the cultural barriers°aoid areto the participation of womenreason in Social and Technical Development Services. This iswhy most STD Services report equal or nearly equal strength for female volunteersTable 40,column 3).
 
e
fman
l participants are reported only from special tecnicalfV01m^lee Priia are • -P. 
 tcma evcs
mVolunt r Pogram, Thailand) or where ua Developlocal cultural traditions play a restrictive roleLeaders for Community Development, Thailand). 

'haSir Portion of women's participation is reported from STD programs which have aheavy 
ge.erenST 


Ihaiheon health, child care, education (VISTA,Older American Programs/ACTION, USA).Service reportstrestri " 
 •n 
 fildo 
glel, 
 ind reports reic..tilons,ok on the particpation of womenM roely, in developing countries female inany field oftriff 
inroles that are not traditionally opened to women. 

volunteers enjoy the opportunity to be 

ithe Other categories of Domestic Development Services, adequate staffing is a majorr for STD Services in developing countries, as is indicated in Table 43. 
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TABLE 43. STAFF IN STD SERVICES 

Staff : VolunteerOrganization Headquarters Field Total Staff Background 	 Ratio 

KENYA: Voluntary 1 full time (a) 1 n.a. 1 : 3 9 .5 (b)
Development (Director) +20 
Association 20 part time 

INDONESIA: BUTSI n.a. n.a. 115 Majority have master degrees and 1 : 6.7 
(3 women) are former BUTSI volunteers (hired 

as civil servants by Ministry ofManpower) 

THAILAND: Arsa 
Pattana:
 
-Rural Development 17 80(c) 
 17 Bachelor's or Master's degree or 13 1 : 15.4(d)

Volunteers Program (full time) (part-time) +80 years secondary technical education;
-Youth Development Fields: Social science, humanities,

Volunteer Project social work, agriculture, engineering,
-Volunteer Leaders craftsmanship
 

for Community
 
Development
 

PANAMA: National 7 166 	 n.a. n.a.
Volunteer Service (full timej (part-time) 7 (e) Headquarters staff are civil servants at 

+166 	 DIGEDECOM; Field staff are com
munity development workers of 
DIGEDECOM, Department of Agri
culture, etc. 

CANADA: Company 42 58 100 Staff are government employees of 1 3.2of Young Canadians various backgrounds; majority have 
volunteer experience I 



"4V/ TE VAKINGO.""MComunity 	 39 MrSersvie (full rti, 	 43Icym'~cfIr4 (34 women) degrees: I master's degree. 	 17.most areVoI unters 3 (part-time) + 3 4 	 professor,former volunteers
3 registry 

clerksUSA: ACTION (g) 911Domestic Opera-ions 126 officers 167 (h) 	
Majority are university graduates 1 93.2(i)

(bachelor's degrees, 
some master's(46 women) 
degrees); about 30P/ are former618 support 
volunteers 

staff 

Explanations for Table 43: 
a) Field supervision of volunteers is in the hands of the villagers they serve.
b) 
 20 part-time staff are the board members who help operate the program during short-term service periods (2-3 weeks).
It is estimated that they spend 50% of their time for KVDA during this period.
c) 
 Provincial and district community development officials supervise the work program of all three services carried outby the Community Development Department.d) It is estimated 
that about 25% of the time of the community development officials in the field is spent with all three
services.


e) Staff is reported only 
for the overall combined National Volunteer Service andbranch. Also civil servants 	 not separately for the STD Servicefrom various governmental agencies are involved in field supervision on aTherefore, an 	 part time basis. SLestimate of the Staff: Volunteer Ratio is not possible.f) CSV maintains only a small full-time staff in four regional offices: Scotland, NorthernVolunteer part-time 	 Ireland,staff supports the regional offices but is 
Leeds and Oldham. CL 

supervision of volunteers during 
not accounted for in this listing. There is no staff forwork programs, which 	 0is the responsibility of project agencies and communityorganizations.


g) Staff listed concerns 
overall domestic operation of ACTION,central administrative staff which also manages 	
including the University Year for ACTIONPeace Corps. 	 and the 0126 officers have executive positions, whereas 618 havesupporting administrative and secretarial assignments.


h) 167 staff members are 

i) Staff:Volunteer 

assigned to ACTION offices in 10 regions and 41 States (sub-regional offices).
Ratio for overall ACTION operations, including Peace Corps.employed by ACTION 	 Ratio is based only onand does not full-time staffinclude the staff members of the many community organizations who super
vise ACTION volunteers in the field. Inclusion of this staff would, of course, reduce the ratio considerably. 



The most outstanding feature of the staffing pattern of Social and Technical Development 
Services is the fact that they can draw on their educated volunteers after they complete their 
service. Thus they have a distinct advantage over the Training and Employment Schemes and 
the Study-Services which are handicapped by staff resources. Perhaps other Domestic Develop. 
ment Services in developing countries could alleviate their staffing problems by adopting the 
STD Services' use of experienced volunteers as staff members. 

The Staff:Volunteer Ratio is not immediately comparable from service to service as the 
explanations have indicated. It isdependent upon the number of volunteeers and staff serving, 
and therefore is an indication of the effective management of a service. Low ratio is due to 
overstaffing, or to specific features in work programs and field conditons, for example CYC in 
Canada (see Volume II, Compendium No. 16) and BUTSI, Indonesia (Compendium No. 12). 
The higher Staff:Volunteer Ratio for STD Services has two reasons: 

* 	 Field staff seconded from other governmental agencies: Thailand and 
Panama 

" 	 Field staff supplied by local communities: Kenya, UK and USA. 

In answers to the question: 'Why have staff joined this Service?" the three groups of respond. 
ents (sample 10) listed the following reasons: 

STD Services in: 

Developing Countries Industrialized Countries 
Opinions of Nationals Opinions of Foreigners Opinions of Nationals 

1.Civil service assignments; 1. Unemployment 	 1. Interest in young people 
had no choice and community develop

ment 

2. Dedication for volunteer 2. Assigned as career pro- 2. Concept of service to not 
idea fessionals (civil service) reject applicants 

3. Positive experience as 3. Challenged by service idea; 	 3. Misconception that there is 
volunteers 	 for personal development more freedom in NGO 

organizations and that one 
ismore likely to achieve what 
one wants to achieve 

These replies indicate that Social and Technical Development Services in developing countries
even though they increasingly draw their own staff pool from former volunteers-are still 
largely dependent upon routine civil service assignments. This situation isnot considered ideal
especially if staff is available from the services' own resources. Another problem that hinders 
adequate staffing is the low remuneration for staff positions which for governmental services 
are tied to the civil service pay scale. Nevertheless, with more former volunteers entering the 
civil service at large-as is the case in Indonesia-the staffing situation for those services will 
improve. 
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Social And Technical Development Services 

Finally, the reasons given for staff joining a service in industrialized countries indicate a stronginterest 
 in the principles these services pursue and the independence 
 NGO's seem to have.However, in retrospect, some questioned those reasons; they became disappointed when idealsclashed with the reality of day-to-day organizational operations. 
Most respondents reported
quality "with 

that the quality of staff is sufficient. Those who recorded staffmodification" (40%) indicated the following areas which need improvement forservices in developing countries: 

0 Administration; knowledge of governmental procedures and regulations
(public administration)
 

0 Field support and supervision of volunteers; better team 
 leaders who canface up to local bureaucracies; 

a Programming for different project areas (agriculture, health and nutrition,
community development, etc.) 

0 Liaison and coordination with other agencies which work in the same com
rnUnities and compete. 

Suggestions for staffing improvement in industrialized countries included: 

* Reduction of high turnover to improve continuum of staff performance andmaintainence of knowledge of organizational experience 

IImprovement of job specification and structure; "diffuse" responsibilities 
* Better knowledge of and contracts with project institutions and agencies to
improve placement and support of volunteers.
 

A large percentage of respondents (70%) 
 felt that the quantity of staff waseffective performance: insufficient for 

* No permanent service staff; so far only assignments of civil servants from 

other governmental departments 

" Fast expansion of service 

* No professional staff for special project development and support.

The reasons 
for insufficiency of STD staff in industrialized countries included: 

6 Too many project areas require staff to do too many things at the same time 
0 Too many volunteers (70-100) for staff member to look after. 

These opinions from interviews indicate that no principal difference in quality or quantity oftde 
bydveloping 

results from the fact that the Social and Technical Development Service operates in eitheror industrialized country, but rather that staff quality and quantity are affected
byaco'ntinuity 
 of funding and the stage of the overall development (institutionalization) of the


OnIzat2ion
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To the question as to HOW the staff of STD Services could be improved the only suggestion 
was that staff be trained. This is a surprise, since other evaluation materials indicate that the 
lack of adequate career provisions is a major bottleneck for the development of a satisfactory 
staffing pattern. As far as training is concerned, the services in Indonesia, Thailand, Panama, 
Canada and the US report the following staff preparation or in-service-training: 

Indonesia: In-house staff training, starting with foreign expert 
(BUTSI) tutelage; participation in international staff training 

seminars 

Thailand: 	 Participation in international seminars 
(Arsa Pattana) 

Panama: 	 Participation in international staff seminars 
(SNV) 

Canada: 	 3-4 days for every 3 months assignment are set aside 
(CYC) 	 for staff training; staff receives $500.-- per person per 

year for training at any institution and in any field 
relevant to the assignment 

USA: 	 In-house staff training 
(ACTION) 

From these responses and other evaluation materials, it is clear that international (regional or 
sub-regional) training seminars are employed as an important measure to improve the quality 
of staff in STD Services in developing countries. Most services do not employ selection or 
training procedure for staff with the same care they use for volunteers. 

Finally, the development of adequate career provisions is a crucial aspect for improvement and 
continuity of staff. The service assignment must be linked to the personal career of an indi
vidual staff member, including opportunities for promotion, attainment of pension and other 
social benefits. If this is not achieved, employment in an STD Service will always remain a 
second choice for the qualified professionals, as was the case for Training and Employment 
Schemes. Here, Study-Services are better off since career provisions for faculty are part of the 
university structure. 

As to foreign staff participation in Social and Technical Development Services, only four 
organizations report foreign staff involvement either on a long-term (2 years) or shorter term 
(4 weeks up to 6 months) basis: BUTSI in Indonesia, the National Volunteer Service in 
Panama, Company of Young Canadians,and the Community Service Volunteers in the UK 
In interviews, the role of foreign staff was described by respondents in both developing and 
industrialized countries as: 

" 	 Challenger role, no boss 

* 	 Any regular assignment, equal work load to national staff 

" 	 No special position, under nation/local guidance in clearly defined jobs, no 
superior role 
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o Special technical contribution as teachers/trainers, programming assistants 
* "Impartial evaluators," research, monitoring, feedback 

* Generator of new ideas, transfer and exchange of experience. 

Problem areas of foreign staff assignments were indicated as: 
* Misunderstanding of their role; this applied to both the foreigners and theirnational counterparts
 

* 
 Lack of imagination, qualifications
 
& Unable to understand a different society and culture and 
 to adjust to it 
0 Language limitations, reducing level of communications, "difficult to get inline" 

* Domination of advisory role, "bossy." 
MThilelistings indicate that foreigners are mored-Neloping as well suitable than nationals for certain roles, inas industrialized countries, it is clear that there is no longer a place for aOxial or superior foreign role. Knowledge of and understanding for the host's society andbouage are required as well as a deep seated sense of equality with the people the foreigner isCrVing.
 

Fially, the question was raised in interviews: "Inyour judgment, which factors are most"Whthprtant to the success of both national and foreign staff assignments?" The three groupsOf respondents (sample 10) gave third or better priority to the factors listed in Tables 44 and 
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TABLE 44. FACTORS FOR NATIONAL STAFF SUCCESS 

Social and Technical Development Services in: 
Developing Countries Industrialized Countries 

Nationals' Opinions Foreigners' Opinions Nationals' Opinions 

1. Leadership & understanding 1. -Leadership & understan- 1. Partner to volunteers, 
for people of different back- ding for people of dif- partnership style 
ground & culture ferent background & 

culture 	 2. Flexible to adjust to 
2. Flexible to adjust to -Flexible to adjust to changing conditions 

changing conditions changing conditions 
-Technical/professional 3. Leadership & understanding

3. Administrative/managerial proficiency for people of different 
proficiency background and culture 

2. Speaks local language 
4. 	Staff preparation & 4. Strong backing from super. 

training 	 3. Partner to volunteers, pervisors, influence
 
partnership style


5. Technical/professional 
proficiency 	 4. -Administrative/managerial
 

proficiency
 
6. 	Partner to volunteers, -Strong backing from super

partnership style visors, influence 

7. Speaks local language 

Listing of more than one factor under any one number indicates equal level of priority of 
factors. 

Out of fourteen choices of factors affecting staff success, all respondents selected similar 
factors irrespective of whether they addressed STD Services in developing or industrialized 
countries, or national or foreign staff success. They differed to some extent in priorities that 
reflect different conditions of staff assignments rather than dissimilar policies: 

* 	 National respondents in STD Services in developing countries gave higher 
importance to proper staff training and managerial skills than did foreign 
respondents, whereas foreigners stressed for national staff their technical/ 
professional proficiency and ability to communicate in local languages (a 
shortcoming which often hampers foreigners). 

* 	 National respondents for STD Services in industrialized countries stressed 
certain personality traits rather than professional or managerial skills. 

" 	 Foreign staff success in STD Services in developing countries, according to 
nationals, depends primarily upon their professional qualifications and 
ability to communicate in the local language; being foreign isalso mentioned 
as an asset. In contrast, foreigners emphasize their leadership role and 
flexibility to adjust to changing conditions. Professional qualifications and 
speaking the local language received a surprisingly low third and fourth 

212 



Social And Technical Development Services 

TABLE 45. FACTORS FOR FOREIGN STAFF SUCCESS 

Opinions of Nationals . SSTD Opinions of ForeignersServices in Developing Countries 

1.Technical/professional proficiency o T ehial/ roe diro eys a fici 

2.Speaks local language3. Le~ad ershi~&k u ndersdtsan(ding tfo°r Peo°P le b e4.-FFexible F e° f to adjust to changing conditions2,"Technical/professional proficiencybackgrounds & culturesofdifferent
4. Flexible to adjust to changing conditions !3. Speaks local language 

4. Administratiemngra 

5. Partner to volunteers, partnership style tve/managerial proficiency 
6 . -Co from other reg.on or foreig n to volunteers, partnership style 

country
-Administrative/managerial 

proficiency 

Listing of more than one factor under any one number indicated equal level of priority offactors. 

priority. This ranking may be accidental because of the small sample, but italso could be an indication that foreigners still perceive themselvessomewhat superior leadership role. 
in a 

To sum up the Staff Input in Social and Technical Development Services:
 
" There are no 
principal differences in staffing patterns between STD Servicesin developing or industrialized countries 
" These services have a better chance to develop theirfrom volunteers who have completed own staff capability

an assignment than other categories ofDomestic Development Services 
• Governmental services still can be hurt by routine civil servant assignments asstaff for these voluntary organizations 
" Career provisions, including promotion and social benefitF, are still lacking orare not adequate in many STD Services, leaving staff positions to the highlymotivated, to those who have some independent income, or to second choiceemployment applicants. 
" Foreign staff is welcome in STD Services in both developing and industrialized countries in specific roles and on an equal basis with national staff.4. Organization and Management 

the Overall organizational structure and delegation of management functions in Social anr Te cin Development Services is displayed in Table 46. Organizational Diagrams 
are contained in the various Compendia in Volume II. 
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TABLE 46. 

Organization 

KENYA: Voluntary Develop-

ment Association 


INDONESIA: BUTSI 

THAILAND: Arsa Pattana 
-Rural Development 

Volunteer Program 
-Youth Development 

Volunteer Project 
-Volunteer Leaders for 

Community Development 

PANAMA: National 
Volunteer Service 

ORGANIZATION AND MANAGEMENT FUNCTIONS IN STD SERVICES
 

Headquarters 

Project identification, volun-
teer recruitment & placement, 
overall administration 

Office in Ministry of Man-
power: Recruitment & 
selection of volunteers, train-
ing & volunteer placement 
arrangements; "consumer" 
education of officials and 
villagers; placement of 
field staff on Province level 

Office in Rural Development 
Division, Community 
Development Department in 
Ministry of Interior: Overall 
management of all three 
volunteer programs 

Department within 
DIGEDECOM: Policy, 
planning of operations, 
funding, staffing, general 
management support 

Management Functions 

Regional 

Provinces, Districts, Sub-Dis-
tricts Administrations: Par-
ticipation in volunteer 
training, planning volunteer 
work programs; BUTSI Field 
Staff on Province level: 
Supervision of work programs 

Provinces & Rural Districts 
(Tambons): Community 
Development officials super-
vise volunteer work, also 
field training 

9 Regional DIGEDECOM 
offices: Recruitment & 
training of volunteers 

Local 

Community: Project pro
gramming, volunteer prepara
tion. supervision and support 

Community: Volunteer train
ing; local work project planning
joint work; supervision of 
voluitteer work 

Community: Joint work pro
jects with volunteers within 
Community Development plans; 
Volunteers are liaison between 
villagers and Community 
Development officials 

Community: Work projects 
conducted locally, volunteers 
act as extension to Community 
Development workers 



Organization 

CANADA: Company of 
Young Canadians 

UNITED KINGDOM: 
Community Service 
Volunteers 

USA: ACTION 
-Domestic Operation, 

overall 

-SCORE/ACE, only 

U'0 

Headquarters 

Overall management of 
"organization, funding, public 

liaison 

Overall management, fund-
raising, volunteer placement 
advisory services, interna-

tional assistance, liaison to 
sponsors 

Overall management, policy,
planning, program support, 
recruitment & selection of 
volunteers, placement, 
liaison to government & 
public 

Regional 

Field Staff in 13 Provinces: 
Project development and 

local recruitment of 

volunteers 


Regional Office in Scotland, 

Northern ireland, Leeds, 

Oldham: Liaison to project 

institutions 

10 Regional Offices 
41 State (sub-regional) Offices 
27 Recruitment Offices 
Liaison for project develop-
ment volunteer placement, 

training 

-265 Chapters in 53 
States & Territories 

Local 

Community: Project develop
ment, 95% of volunteers are 

locally recruited in the villages 
they serve; local project 
supervision 

Local project institutions: 
Supervision of volunteers, 
provision of room & board 

Project development; local 
volunteer recruitment, train- C,
ing, work supervision- often 0 
joint work with local citizens a) 

" 

Co 

o5. 

S 

Co
 



Comparisons confirm that STD Services not only provide skilled manpower to governmental
programs or local community projects, but also delegate management functions to them. Thus,
decentralization of organization and management. and integration into project agencies, are 
more common than for Training and Employment Schemes and even Study Services. In other 
words, in STD Services the organizational structure is best prepared to allow-and encourage-a
wide range of citizen participation. In the delegation of management functions to 	 local
communities, they differ only in degree. While in the main, governmental services use the
existing regional structure to maintain some supervisory function over local volunteer 
activities, both non-governmental programs in Kenya and the UK delegate all of them to the
local community. Because of its size, the larger CSV in the UK needs some regional offices for 
liaison to project agencies, but they do not impair or reduce the responsibilities of the local 
community project institutions. 

As 	with all Development Services, the functional linkages, ensuring necessary resources, and/or
using the output, are crucial for the overall performance of the service. In many instances the 
same institution provides, for example, funding support because it is interested in the"output", i.e. the service by volunteers. Table 46 reflects major functional linkages to: 

* 	 Governmental agencies for development of work programs, use of volunteer 
manpower in extension of government officials, funding, use of former vol
unteers as resource to build a conscientious civil service 

* Educational institutions to use volunteer teachers to expand learning oppor
tunities, change the style of teaching, and employ former volunteers later on 
in regular teaching positions 

" 	 Community organizations to employ volunteers in local services, supervise
their work, mobilize citizens to join in community work projects and pro
vide housing and board to volunteers 

* 	 Other foreign or international organizations to participate in staff training,
staff exchange, idea seminars, exchange experience. 

Beyond functional linkages, some Social and Technical Development Services have developed
normative relationships affecting the norms and values of other institutions which are relevant 
to the philosophy of the service 3 1, 4 2 . This is a response to the earlier described problem of
underinvolvement and the need for more service opportunities for all population groups. The 
attempt to affect changes in other institutions to conform to the voluntary service concept and
philosophy is a more aggressive organizational behavior than the establishment of functional 
linkages. Examples of normative relationships include: 

* Kenya Voluntary Development Association: linkages with other Kenyan and 
African organizations "'to keep volunteering within the African context by
basing its volunteer services on traditional African volunteer concepts," 

• 	Indonesia, BUTSI: linkages with the Ministry of Education to integrate
Study-Service into higher education and establish KKN; 

" 	 United Kingdom, CSV: linkages with 

- educational institutions to include community service into curriculum 
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Social And Technical Development Services 

- police force to include community service in police cadet training 

- court system to rehabilitate convicts through community service rather
than sentence to prison terms: 

USA, ACTION: linkages to; 

- higher educational institutions to integrate Study-Service in curricula 

- governmental agencies to integrate voluntary service as a component of a 
program 

- community councils and State governors to foster public support ofvoluntary community)' services.
 

ACTION awards 
 grants and contracts to States and local communities,public, non-profit and private organizations to enable them to develop new ways of volunteer service. 

Such normative linkages indicate, of course, that these services aresurvive as organizations, but feel they can 
not only determined toeffectively respond to the needs for institutionalchanges and thereby broaden the opportunities for service. 

5.Costs and Funds 

There are wide differences in costs and funding of Social and Technical Development Services
due to 

. Overall living costs in any given country and purchasing power of currencies 

6 Type of volunteer assignment and funding-paid in cash or provided in kind 

2 Full-time service at home or in other communities, the lattei increasing theliving costs of volunteers. 
While costs do not necessarily vary between governmental and non-governmental STD Services,there isa decided difference between the funding structure of the two groups, as seen 
inTable 47. 
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-a 

Organization 

KENYA: 
Voluntary Develop-
ment Association 

INDONESIA: 
BUTSI 

THAILAND: 
-Rural Develop-

ment Volunteers 
(RDVP) 

-Youth Develop-
ment Volunteers 
(YDVP) 

-Volunteer Leaders 
for Community 
Development 
(VLCD) 

TABLE 47. BUDGET AND SOURCES OF FUNDING OF STD SERVICES
 

expected to pay for 

Annual 
Budget 
U.S. $ 

Government 
Funding in Cash and Kind 

Local Community/Earnings Non-governmental 
Sources 

Foreign 

unknown Kenya Government 
$180.-- per year 

Room and board, 
constuction materiais and 
tools by local project 
community. Small cash 
contributions by local 
groups and individuals 

National Christian $1,000.-- per 
Council of Kenya, year from Danish 
Quakers Sutter Church AID 

$18.-- Registration 
Fee from Foreign 
Volunteers World 
Council of 
Churches & other 
National Council 
of Churches 

1973: 
$200,500.--

S200,500.--
(National Development 
Plan) 

1968-70: $45,500 
(Rockefeller 3rd 
Fund through 
ISVS) 
1970-72: $50,000. 
UNICEF 
1974: $2,450.-
(ISVS/OXFAM) 
for Village Tech
nology Handbook 

Total for all 
3 programs: 
$195,600.--
for volunteer 

$195,600.--
(National Budget) 

-RDVP: No participation 
-YDVP: Housing provided in 

communities 
-V LCD: Volunteers live at 

support home and are 

their own living 



PA A MA"
National Volunteer 
Service 

CANADA: 
Company of 
Young Canadians 

UNITED 
KINGDOM: 
Community Service 

USA:ACTION 
-VISTA/ACV 
-Older American 

Volunteer 
Progiams 

-Business 
Volunteers 

-Program Support* 
(Domestic 
Programs) 

1969:80.-1
$172,750.--
(Total corn-

bined Service) 

4/1973-
3/1974: 
$2,925,179.--
Actual 
Expenses: 
$2,891,895.

1973: 
$390,149.--

(DIGEDECOM 
Budget) 

2,925.179.--

Amount unknown: 

Grants from Depart-


(Expenditures) ments of: Education, 
Total Income: Health, Environment, 
$391,188.-- Foreign Office; 

Northern Ireland 
Community Re .tions 
Commission; British 
Council 

1973/74: 1973/74: 
$21,955,000.- -Domestic Volunteer 
$42,559,000.-

$ 206,000.-

$16,219,000.-

Services Act: 
$94,000,000.-' 

-Small Business 
Administration Super-
vision of volunteers 

-Cost sharing for 
environmental services 

S875
(AID/USA) 
19/0: Staff train

ing through OAS 

$136,133.-- of total income Membership dues; -German Volun
(=34.8%) are volunteer Donations from teer Service; 
earnings paid by community Foundations, -U.S. Peace Corps;
organizations; Earnings from firms, individuals for short-term 
special Advisory Services consultations 
(Education, Police Cadet with Honorary 
Training) Director 

-ACV: $4,000. - per volun- -" 

teer year from sponsoring
community organization C. 

-Most local community 
projects are supervised by 
members of local organiza
tions; some require local 
matching funds in cash or
 
kind
 

0 

0*Includes expenses for Study-Services and Special Programs not reported here;I 

J 

CI' 



The funding provides some interesting points: 

As expected, the non-governmental services of Kenya and the UK have a 
broader funding structure than do povernmental programs. This issignificant
for citizen-mobilization and participation. Indeed, some experts feel that 
participation in funding and financial decision-making by citizens' groups 
represents the highest form of participatory democracy in such services. 

In contrast, governmental services, because of the reliability of governmental 
resources, may not even attempt citizen participation in funding-and thus 
lose an opportunity for public involvement and expression of appreciation
for what the services provide. The old German proverb: "Things which cost 
nothing carry no value," applies. 

Different in this respect are the domestic programs of ACTION/USA.
Though governmental programs, they require a large variety of cost sharing
features, matching funds or provisions in kind from local communities in 
return for the assignment of volunteers or the awarding of grants or con. 
tracts. Without doubt, the provision of community cost sharing enabled 
ACTION to largely expand its programs both in terms of numbers and 
variety of services. 

Services by older citizens, assigned to their home communities, such as the 
Volunteer Leaders for Community Development in Thailand and the Older 
American Programs of ACTION, have specific funding advantages: Actual 
volunteer costs are low and enable the service to involve larger numbers of 
citizens since much of the volunteer support (health, transportation) can be 
furnished in kind. 

But it must be pointed out that the earnings of volunteer services is a neg
lected feature of funding. The Community Service Volunteers offers an 
inspiring example to broaden public involvement by accepting a limited 
amount of pay from the community in return for the service that isreceived. 
These "volunteers earnings" are not paid to the individual volunteer but to 
the service organization. 

The unit costs per volunteer man-year are set forth in Table 40, column 7. They differ largely
between the various Social and Technical Deveiopment Services since all do not cover identical 
cost items. The differences in unit costs are largely dependent upon two major factors: the 
payments made to volunteers and the costs of staff. The latter is affected not only by pay
scale and career provisions for staff, but primarily by the staff:volunteer ratio. A comparison
between the Canadian and US services which have a similar cost of living base confirms this 
conclusion. 
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Costs per
Volunteer Man-year Staff: Volunteer 

(in U.S. $) Ratio 

-Company of Young Canadians (CYC) 9,181.. 1: 3.2 

- VISTA/ACTION 6,758.- 1: 93.2* 

-Average Domestic Programs, ACTION 560, 1: 93.2 

'Average staff: volunteer ratio for domestic programs 

VISTA and CYC assign volunteers in similar fashion and pay for them-therefore their unitaots are comparable. The high
volunteer ratio 

unit costs of CYC clearly result from the unfavorable staff:as discussed earlier. The low average costs per volunteer for domestic operaons of ACTION result from 
:onbined with a high 

the low costs for the Older American and Business Programs,number of volunteers involved. These examples demonstrate the effimncy of STD Services, the program output compared with costs. Again, the crucial aspects tonaintain efficient Social and Technical Development Services are: the number of volunteers,Dyments to volunteers, and the number of staff in comparison to volunteers. 
Finally, the payments made to volunteers by STD Services is important for assessment of thewerall performance, and comparison with Foreign Volunteer Services, for arrangements ofDuinership cooperation. Table 48 reviews the payments and living arrangements for volunteers. 
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Organization 

KENYA: Voluntary Develop-

ment Association 

INDONESIA: BUTSI 

THAILAND: Arsa Pattana 
-Rural Development Volun-

teer Program 

-Youth Development Volun-
teer Project 

-Volunteer Leaders for 

Community Develop-
ment 

PANAMA: National Volun-
teer Service 

Professional Volunteer 
Branch
 

TABLE 48 PAYMENTS TO VOLUNTEERS IN STD SERVICES 

Volunteer Payments and Living Arrangements: 

Living Allowance Insurance: 
Per Volunteer Housing 

U.S. S Allowance Board Health Care Accident Life Liability 

None Room and Board Provided n.a. n.a. n.a. n.a. 
by Ptoject Community 

1973(a) Volunteers Provided n.a. n.a. n.a. 
$13.40 per month: pay rent for 
$160.80 per year room to 

village head 
from living 
allowance 

1973: $7.30 per Provided like Provided like n.a. n.a. 
$24.50 per month month civil service civil service 

$24.50 per month Provided by Provided like Provided like n.a. n.a. 
local corn- civil service civil service 
munities 

Volunteers live at home Training & 
Health Care 
$200.-- per 

volunteer per 
year 

Amount un- Provided - Provided by n.a. n.a. n.a. 
low -salary" by community DIGEDECOM 

Other 

Transportation to Project 
Community 

-$32.40 readjustment 
allowance(a) 

-free work clothing and 

transportation 

Travel allowance $24.50 
per month; Resettlement 
allowance after 1 year 

service $245-

Travel allowance $5.-
pei month. stipend to 
participate in Teachers' 

Training & certification 

after completion of 
(

service b) 

Reward after 1 year 
service $50.-

n.a. 



CANADA. Company of
Young Canadians 

I N T E-- - -  - -$ 
UNITED KINGDOM: Co 

munity Service Volunteers 

SUSA: ACTION 

-V S AProvided. 

19"774(c) 

$365.-- Per 

month 
3- p y a 

$28.80 per Mon 

$75-dPer month 

To be paid from living 

allowance 

Prvided Prvided 

(if not, (If not, 

is Paid) 
allowance is ,allowance 

Provided---'---,(If not, (If not, 
allnwance Is allowance 
Paid) is Paid) 

Provided 

Natinal 

Health Service 

Provided 

Provided 

rvdd 

Provided 

-

Poie 

Covered 

Coyrumb e cau se go v " 

Provided 

Provided 

a t co m ple tion O f service (C ) 

Reimbr ent o 

er 

S$150.00 stln nalw 

ac 
S10n-cervctoda(u 

b-OlderAmerican Progra s pa d Reimbursement Volunteersto-voluneersaf.rsucesfulcoOf Out-o f-pocket live at hom e pl Free mealsnof Free health n (d)nti 
serviceatn po ert t mpeiono a 

aeer . 

Explanations for Table 48: 

satisfactory~~~$50evie 

Reimbursement VolunteersOf Out-of-pocket 
live at homeexpenses 

pto Ths-or ni intc 

Prvdd 
afteStipececometoofnterh 

Reimbursement of trans. 

a) 

c) 

d) 

b 

portation
Monthly living allowance of Rp. 5,000 (about $13.40,. which is adequate for simple lifestyle in rural Indonesia. Rp. 1 .000 Per month (about S2.70) are paid for 

satisfactory;!ervice. after completion of I year's service.=_ 

caThersIend 1973 5%ao th volunteers ae sucesful completion of service if they choose to become professional teachers and complete creditation for a Professional 
carer.In5%of 973he olutees m de se f his option- This opportunity is Provided instead of readjustment allowances other services py 

Allowances and benefits Per volunteer. including honorarium at completion of service.
Local Public. non-profit and private community organizations are most often recipients of grants or contracts from ACTION to carry out the Older American Pro-

gram. They are not required by the "Domestic" Volunteer Service Act of 1973" to arrange for insurance bt it is assumed that these organizations are insured 
against accidents and liability for their operations. fI 

C0 
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Z1 
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The principle patterns of payments and living arrangements for volunteers in Social and Tech. 
nical Development Services are very similar, and-as will be E xplained later on-comparable 
with those for foreign volunteers. They are determined by various factors, including: 

* 	 What is considered a simple lifestyle in a country taking into account the 
purchasing power of currency and overall living standards, i.e. all STD 
Services adhere to simple and equal living conditions for their volunteers 

" 	 The availability of payments in kind instead of cash (room, board, transpor
tation) to relieve budgets, provide opportunities for matching funds and 
mobilization of local communities 

" 	 The health care and social benefits (insurance and social security) arrange
ments prevailing in the various societies. In principle, if the volunteer already 
is insured or has a pension, costs covering these items do not occur, as for 
example, for the Volunteer Leaders in Thailand, and the ACTION Older 
Americans and Business Volunteer's Programs. But it should be noted also 
that insurance for accident, life, liability and social security, as in the case of 
VISTA or CYC, is typical for industrial mass-societies. In contrast, in de
veloping countries-at least in the agrarian sector of .ociety-the "social 
security" traditions and arrangements within the clan, tribe or vilage are 
still intact or-at least-dominant and cover mishaps. Therefore, for the 

time being, and until these societies become more urbanized, STD Services 
are much better off with traditional community care and security. 

It is in social benefits that we find the principle distinction between the living arrangements 
that STD Services make available to their volunteers. Considering that the purchasing power of 
currencies vary, as does the cost of living, differences in living allowances paid to volunteersare 
minor. From all the materials available to this evaluation the impression it clear that the simple 
living standard is close to equal among volunteers irrespective of whether they operate in de
veloping or industrialized countries. This is an important aspect for the later considerationsof 
partnership-cooperation among services which is based on equal treatment of volunteers. 
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pROGRAM TASKS 

The Program Tasks of Social and Technical Development Services are similar to those of other 
wvices: 

1. Recruitment, Selection and Placement of Volunteers 

2. Training for Service 

3. "Receiver" Training 

4. Work Programs 

5. Foreign Volunteer Service Provisions 

6. Citizen Mobilization and Participation 

Table 49 reviews these Program Tasks. 
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Organizations 

1 

KENYA. Voluntary Develop-
ment Association 

INDONESIA: BUTSI 

THAILAND: Arsa Pattana: 
-Rural Development Volun-

leers Program 

-Youth Development 
Volunteer Proect 

-Volunteer Leaders for Com-
munity Development 

PANAMA. National Volun-
seer Service 
-Professional Volunteers 

branch 

TABLE 49. PROGRAM TASKS OF STD SERVICES
 

Service Training Work Programs 

Duration 
Geographical 

Coverage Time Areas Time Areas 
2 3 4 5 6 7 

2-4 weeks full-
time 

Principally nationwide 3 days Developing work-
rules, 3 plans 

2-4 weeks Construction of schools 
health centers, housing, 
rural infrastructure 

2 years full-
time (min-
mum 1 year) 

Nationwide 
2.225 villages 
(out of 56,000) 

2 months -Briefing in Pro-
vinces 

-Survey of village 

22 months Cross-sectional Commu-
nity Development/ 
extension: 

- Practical training -agriculture 
-Development of -health/nutrition 

work plans - education 
-cooperatives
-construction 

1 year full-
time 

In 30 C.D. Admin-
istrative regions; 
801 villages 

2 months -Community Dev. 
Principles 

--Skill training 

10 months -Agriculture 
-Infrastructure 
stru,:tion 

con-

-First-Aid 
-Field Work 

-Vocatonal training 
-Village administration 

___ _support 

1 year full-
time 

Some Community 
Development Admin-

2 months -Teachers training 
Teaching practice 

10 months -- Assistant Teachers in 
Primary Ed. 

istrative Regions -C.D. work secondary 
activity 

1 year full-
time 

Some Community 
Development 

5 days -Basics of C.D. 
-Field trip 

12 months Ombudsman's role 
--encourage CD. work 

Administrative 
Regions _-coordinate 

-assist villagers 
C.D. 

1 year full-
time (exten-
sion possible) 

Some regions n.a. -Cultural studies 
-C.D. work 
-Adult Ed. 

Estimate 
1 1 months 

-Agricultural extension 
-Home economics 
-Literacy 

-Social issues -Health 
-Cooperatives 

Citizen
 
Mobilization
 

8 

Villagers' particiption in
 
dli aspects of Program
 

-Supervision by Village 
Headman 

- Joint work with villagers 
--Participation in Volun

teer placement & training 

-Self help prolect of
 
villagets supported by
 
volunteers
 

-Supervision by Village
 
Headman
 

-Participation in C.D.
 
activities
 

Self help projects of 
villagers assisted by 
volunteers 

Support of village self help 
projects 



Canadan 
Young i year full- 13 Provinces 

(extension up 
3 years) 

Vnolt ersllaumunity Service Volunteers u-ttion i o n wid 

-VISTA/ACV 

USA: ACTION yr ull- Nationwide
1iye 

Nationwrs 

-Older American Programs Onn ProgramsFull-time Nationwide 
or Part-time 

long-term
mittments 
co-on 

-Business Volunteers Part-time Nationwide 

Parttimeservice 
with long- 265 Chapters in 

tr on 53 States and 
mitment Territories 

NJD 

n.a. -Action research 

-Community or 
Organization 

N o tra in ing , introd u c tion 

VISTA: -introduction o 

AC- : upe -Mobil N 
2-4 wT kIACV: up tON-Mobilization of 
to 2 weeks local resources-in-service 

training skl! 

Introductory training by projectIto ut r tann b rjc 

organizations 

Pre-service and in-serviceimitmentt r a in in g b y p r oj e c t ag e nc y 
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1. Recruitment, Selection and Placement of Volunteers 

Recruitment criteria and selection procedure of Social and Technical Development Services are 
determined by the principles of the service and the programs they undertake. 

Organization 

KENYA: Voluntary Development 
Association 

INDONESIA: BUTSI 

THAILAND: Arsa Pattana: 
-Rural Development Volunteers 

Program 

-Youth Development Volunteer Project 

-Volunteer Leaders for Community 

Development 


PANAMA: National Volunteer Service 
(professicea! services branch) 

Recruitment Criteria 

e 	No age limitations 
* 	No formal educational requirements, but 

most volunteers are high school students 

* 	University graduates 
e 	Unmarried (if already married BUTSI treats 

them as singles but assigns spouses to same 
village) 

* 	Prepared to live in any rural area of Indo. 
nesia on low living allowance 

• 	Must agree that BUTSI has no obligation to 
provide employment, and that all money re
ceived is paid back to BUTSI if volunteer 
terminates early 

e Bachelors or masters degree or equivalent 
technical education 

@Record of good behavior (from educational 
institution) 

* 	Good health 
-	 Service-oriented, motivated to serve the 

country 
* 	Skills as required by project 

* Completed secondary education 
e Urban Youth not over 25 years old 
• 	Good health and conduct 
9 Willing to serve for 1 year as Assistant 

Teacher in rural areas 

• 	4th grade primary education, literate 
* 	Between 21 - 45 years of age 
* 	Good health and behavior 
* 	Financially secure (can be retired from mil

itary service) 
• 	 Resident of District of Assignment 
* 	Willingness to work for common good; to 

sacrifice; clever; belief in government 
e Not a government official 

o Completed post-secondary or university 
education 

-o 	Tolerance toward other people and cultur s 
* 	Leadership qualities 
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CANADA: Company of Young * CompletedCanadian primary, secondary or tertiary
education 

* Local competitive recruitment opened toall interested
 
UNITED KINGDOM: Community
Service Volunteers a Minimum age 16 years

- No educational requirements. 

UVISTA/ACV: 
* Possession of necessary skills or equivalent

education or equivalent job experience* Exhibition of maturity, initiative, stabilityAbility to work in unstructured situations
and get along well with others. 

-Older Americans Programs 
* 60 years or over 
e Retired 
e Resident of community serviced or nearby 

-Busines Volunteers 
- Business experience 
• Retired (SCORE)

" Active businessmen and women (ACE)
 

This listing indicates that some services address rather specific population groups (i.e. Thailand,Older Americans and Business Volunteers), while others are opened to abroad range of people-as long as they are educated and have someVISTA/USA). skills to offer (Canada,Thailand gives United Kingdom,an interesting exampIc in the three services carried out by theCommunity Development Department.Services aim Their different recruitment criteria indicate that theat distinct functions that supplement each other, and thereby support a broadrange of community development activities. 

Addressing recruitment to a specific population group forms an 
interesting policy, if it is followed through and leads to a special program and identity of service, as for example, the Older
Americans or Business Programs. Suc,' a distinct service profile-along with namebirn-as likely to attract more identifica.people to volunteer than one combined service with differentbranches for the young, the
identifying educated or unskilled, where the applicant has difficulty inidenn g 

pe
e 
 peer groups (Panama; also the earlier described combined service of Costa Rica is

Different from other STD Services
Which are the Community Service Volunteers (CSV) in the UKfollows the principle that every citizen has a right to serve. This isan important distinction because the capabilities of the applicant is the determining factor for locating a job in aoject. In other words, "the right slot" in community projects must be found in order to
nalke
service worthwhile. Underlying this approachnn9 has a Potential for giving and 

is, of course, the belief that any humanqu".lcactions. These it is merelyare the reasons why CSV a matter of finding the "right" slot" forhas neither recruitment requirements (except1ri'm age)
1ur 

ncr selection procedure. After written application volunteers arePlacement interview invited for ato discuss possible job assignments. If agreement is reached,.lants receive letters of assignment which, after acceptance, represent their contracts. 
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To 	the question: "In your opinion, why do volunteers join this service?" a small sample (10) 

of respondents gave the following reasons (priority listing): 

Developing Countries Industrialized Countries 

(National and Foreign Respondents) (National Respondents) 

1. 	Unemployment, hope for job after service 1. 	Lack of direction in life; dissatisfaction with 
their perceived role; no clear idea of alterna.2. 	 Gain experience by working in rural areas; tives; allows real experiment without com.further career mitment on a permanent basis 

3. 	 Spirit of helping; dedication; help rural 2. Social pressures from peer groups; because 
people and the poor friends have done it 

4. 	 Something new; adventure 3. 	 Urge to help others; desire to change world 

4. 	 Personal problems, chance to get away; 
change their situation. 

As 	with volunteers in other services there is usually more than a single motivation for joining.While volunteers in developing countries are primarily motivated by their limited employment
and career prospects, those applying in industrialized countries indicate causes related to thecomplexity of life in those societies. Thus, the volunteer's causes and those that created the
service itself have much in common. 

Most Social and Technical Development Services recruit their volunteers nationally, sometimes
with the assistance of regional offices. Local recruitment-and service-is reported from: 

" Volunteer Leaders for Community Development (VLCD) in Thailand 

" Company of Young Canadians (95% of volunteers recruited locally) 

" VISTA/ACV, ACTION, USA: 56.4%' of volunteer-, are recruited locally by
sponsoring community organizations; 43.6% nationally from the thousands 
of applications received annually by ACTION 

* Older Americans Programs of ACTION, USA. 

There is another important aspect of recruitment and the consequent selection procedures inSTD Services that reflects the underlying philosophy of a service, and affects the role of thevolunteer. The "Whar?" (nationally or locally) is not as important as the "How?": Whetherthe local community has a say in the selection or appointments. For example in Thailand, twoVLCD volunteer candidates are preselected by the village and proposed to the DevelopmentCoordinating Committee f the County, which selects the more qualified candidate and proposes him for appointment to the Governor of the Province. 

In other cases, the STD Services themselves, after receiving applications, initiate in-house selection procedures which "de-select" those less qualified and choose those considered best ableto fill the jobs. Here, in contrast to the earlier mentioned principle acceptance of CSV/UK, the
skill/job needs in the community determine the selection of volunteers. 
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Most STD Services have established selection committees in which all parties concerned participate and which are responsible for the final choice of applicants. Especially mrombers of localcommunities where volunteers will serve, participate at some stage of the selection process. InCyC/Canada, for example, local communities select the volunteersconfirms their acceptance. and the netional officeThis ensures the acceptance of the volunteer in thEmunity, and placement in local com
cuct 

a needed job. Apart from written applications, most -ervicesindividual interviews and emphasize the conplacement and development of Vie right jobassignment. VISTA/ACV in ACTION in the US calls this process "staging" which, at the sam,!time, isa preparation for service. Thus, the placement emphasis in compatible jebs, in contra.tto "de-selection" of candidates, is a better and more appropriate approach for STD Services.This too, is along the lines of CSV's "right to serve" philosophy, and it is hoped that moreSTD Services will adopt these principles. After all, their common mandatc is to involve morecitizens in service for the benefit of others. 

2. Training for Service 
Training of volunteers differs in STD Services frommonths a 3 day introductory period up to 2(see Table 49, columns 4 and 5). CSV in the UK, the Older Americans and BusinessVolunteers in the USA schedule no training, but project agencies introduce volunteers to theirassignments and, if necessary, provide in-service training to obtain necessary skills. 

Training Goals of individual STD Services aim more precisely than the overall Services' objectives at specific qualifications necessary to respond to manpower needs. To illustrate: 

* BUJTSI, INDONESIA:
(a) to provide knowledge of existing development resources and obstacles(b) 
(c) 

to develop an attitude for community developmentto learn some useful skills for village improvement
 
* 
 Rural Development Volunteers, THAI LAND: to equip the volunteer, priorto assignment, with appropriate technica!, rommunications,

administrative skills; to learn about the needs of villages. 
teaching and 

• Youth Development Volunteer Project, THAILAND: to prepare the volunteer to perform as assistant teacher in primary schools in villages.

These examples from stated 
 training goals of other STD Services confirm that they plan to 
training or reeducational opportunity. None of the services specifies a certain proficiency goal 

respond not only to the cause and need for skilled manpower but also to provide ajob-entry
for skill training. 

.manme 

rainp Ower 

service, 
gaps in 

schedule a longer training period to prepare them for a professional role to fill
 

fUsTable 49 explains, those STD Services which assign young educated volunteers for one year 
local communities. Here volunteer preparation is conducted as,,ranig, developing knowledge and skills needed in employment that are job-entryornal' higher education. not learncd during 

FI011 wing are three examples of volunteer training inneeds of programs. STD Services tailored to the specific 

KENYA: The Voluntary Development Association (short-term full-timework camps) designates a three day "Confusion Period" after volunteers 
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arrive in the village of assignment. There are no topics scheduled, nor rigid 
rules applied. Villagers and volunteers live together as best as they can and 
get acquainted with each other and the work to be done. After 3 days they 
meet to discuss their observations and jointly develop work plans, a way of 
living for volunteers, timetables and other necessary arrangements to 
conduct effective work during the forthcoming weeks. 

" 	 INDONESIA: BUTSI is a good example for a long-term, full-time service pre
paring volunteers for professional assignments during a two-month training. 
There are three principle segments: 

1. 	 General Introduction (1 week) at Provincial Capitals including briefings 
about development programs and the overall situation in Province, 
Districts and Sub-Districts, including introductions to the Village Chiefs 

2. 	 Village Observations (3 weeks): Survey of village of assignment and pre
liminary plan development for volunteer work to help the Village Chief 

3. 	 Training at Provincial Capital: 

- One week of theoretical instruction on how to implement develop
ment projects in villages; 

- Three weeks of practical skill training in village technology (bridge 
building, fish ponds, vegetable gardening, nutrition, water supplies, 
toilet construction, etc.) 

- Final discussion of village surveys and work plans. 

" 	 USA: The ACTION Cooperative Volunteer Program (ACV), which employs 
locally recruited and sponsored volunteers, applies the earlier mentioned 
"staging" which is interlinked with training or orientation: 

1. 	 Pre-Training Staging (regional) consists of a one day meeting between 
sponsoring community organizations and volunteers for introduction 
into the p,-oject; individual volunteer interviews preliminary to agree
ment on a project assignment. If no agreement or assignment is reached, 
volunteers receive a Pre-Service Orientation. If agreement is reached 
they enter a 3-10 day training period before starting their assignments. 

2. 	 Pre-Service Orientation (regional) is a 2 1/2 day session between sponsoring 
organizations and volunteer applicants with no committed assignments, one 
month prior to the Integrated ACTION Training. Here sponsoring organiza
tions present their projects; ACTION introduces its service concept and pro
gram, and volunteers discuss the assignments which are best suited to them. 
Sponsors participate in all discussions except for the small applicant-group 
sessions. If both partners agree on an assignment, the volunteer will report to 
the project a month later following ACTION training. For those who cannot 
agree to an assignment, other volunteer positions are available through over
all national assignments. Pre-Service Orientation is a costly process which is 
only applied to unusual or complicated projects. 
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3. VISTA does not allow for the participation of the project agencies in the

placement process , but does in the Pre-Service Phase after the volunteerassignment isaccepted. 
4. Volunteer Training/Orientation for both ACV and VISTA occurs either aftercompletion of stage 1 or 2 or within VISTA's Pre-Service Phase (3). ACTIONhas an Integrated Training System which isconducted by its regional trainingstaff. Length of training varies: for ACV volunteers up to 2 weeks; forVISTA volunteers between 2-4 weeks. The basic curriculum includes: 

- Introduction to ACTION's concepts, objectives, programs and volunteers'rights and obligations 
- Resource mobilization in local communities (part-time volunteers,financial assistance) 

5. In-Service-Training is the responsibility of local sponsoring agencies
strengthen the volunteer's capabilities to work in a particular project. Therefore, it primarily - to concerns skill training, and ACTION regional training staffisadvised to assist where necessary. 

3."Receiver" Training 
This idea was 
 first developed and propagated by the Community Service Volunteers (CSV)

the United Kingdom, It is the outgrowthon of the "right to serve" inpolicy, which places emphasis 

careful placement in a project agency and its capability to use the skills and talents of vol. 
unteers effectively. Thus, CSV introduced "users" or "receivers" training in preparing the 
Volunteer supervisors within project institutions for their role. The attempt here is not to gain 
Ecial treatment for volunteers

the individual's motivation and dedication 
as compared to hired manpower, but rather,to to make use ofPreparation includes the discussion of "typical" 

the advantage of all partners concerned. This 
hlera rcly of work/structure, etc.). 

volunteer roles (small scale, person-to.person
Icounter), problems of certain job regulations (working hours, who is permitted to do what,No doubt this "user" preparationProblems during work assignments and has encouraged more has helped to reduce
effective volunteer contributions.
 

BUT S I n Indonesia 
 is thearate "Consumer education" 
first STD Service in a developing country whichprogram. has evolvedLike CSV, ait aims to improvesils, knowledge and motivationProvin" consumer education" for those 

in the village of assignment. Thereforewho plan and supervise BUTSI conand District officials and the village heads. 
volunteer assignments: the
 

teiones training 
 ne doubt improves the effectiveness of STD Services and deserves morePecially by Study- and Foreign Volunteer Services.
4, WOrk Programs 

J,. 
h, Cnference of Latin American Directors of Volunteer Service Organizations, held in SanNI STD Services: 
, Costa Rica in 1972 gave the following definition of work/service which isrelevant to 
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"Voluntary service is a methodical instrument of social action oriented to incite 
participation of all social groups in an integral development process, by actions 
that eliminate marginality and dependence. " 

Work Programs of Social and Technical Development Services are reviewed in Table 49, 

columns 6 and 7. Various services specify the following Work Program Goals: 

" 	 INDONESIA, BUTSI: 

(a) 	 to induce among villagers and local officials the attitudinal change 
necessary for development 

(b) 	 to draw existing governmental development programs down to the 
village level 

(c) 	 to re-educate young university graduates toward real needs of employ
ment performance, especially in rural areas. 

* 	 THAILAND: 

- Rural Development Volunteers: To help villagers to initiate projects to 
improve life in their community 

- Youth Development Volunteers: To alleviate teacher shortage in rural 
areas.
 

" UNITED KINGDOM, Community Service Volunteers (Principles):
 

"To 	care for others, involve others and work for change. " 

While most STD Services in developing countries that were evaluated specify definite work 
program goals in response to causes and needs, those in industrialized countries remain vague. 
None of the STD Services cite specific targets in terms of coverage of population groups,
number of villages or health cases needed to be reached for instance. Only BUTSI indicates the 
goal to operate in all Provinces. 

Work Program Assignments in STD Services cover a broad range of community needs includ. 
ing: construction work and improvement of infrastructure, support for agriculture and vege
t.ah'e gardening, education, health, nutrition, youth work, adult education of women, child 
care, community organizing and leadership development, legal services, assistance to the handi
capped.
 

Most volunteers are assigned to work jointly with villagers in local development projects. As 
the Rural Development Volunteer Program in Thailand describes it (from a report by the 
Director): 

"-	 The volunteers are not reqular governmental officials but the citizens like 
villagers. 

- The volunteers are not those who come to aid anyone, but are advisors to 
help the villagers decide by themselves what to do and how. 
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- The volunteers are not those who come to do things for villagers, but will
work together with them in what they need. " 

Somewhat different is the work program for the Thailand Volunteer Leaders for Community
Development (VLCD). Volunteers are not assigned to work projects in villages rather, they areWn to mobilize two kinds of village volunteers for self-help projects: 

0 	 Volunteers for special skill jobs: carpentry, masonry, animal husbandry, 
co-op production, etc. 

0 	 Volunteers for general relief work: Mother & child relief, family planning, relief to needy & poor, victims of accidents or natural disasters; provision ofrelief through land distribution, savings schemes or governmental fund distribution; theft protection and assistance in court cases. 

Villagers receive skill training in District Development Centres register inand the villageOerating Center to "invest" a certain amount of volunteer manhouis ("labor bank"). When avllage has a project or relief need, it can call on the local operating center to request specificvolunteer skills for help. The project can then be implemented after the "financing", i.e. thevolunteer labor investment, is secured in the account. Volunteers are then called upon toexpend" their "banked labor hours" according to the project plan. This isa very interestingMoroach for projects with uneven financing from cash funds and provisions in kind. 

Coming from the same District, VLCD's mobilize these village volunteers, coordinate andIu'efvise their activities and link them with those carried out by C. D. officials in the District" Province. This is what, in an old Danish tradition, is called an "Ombudsman," a personbtuted by the community and by the government officials who bridges communication gapsI order to help solve community and individual problems. 

By 	 aiming at volunteer assignments in all regions of Indonesia,vto'rCUltural exchange program within the country in response 
BUTSI in fact initiates an 

to 	the need for changing attitluds among its citizens. Evaluation materials indicate that BUTSI volunteers encounter cross
cultural
ThailandCo ,municationproblems that are similar to those reported by foreign volunteers. TheRural Development Volunteers also report cultural adaption problems when assigningunteers remote rural areas. It is important that such a cross-cultural encounter is not" r d, since it requires adequate preparation. In both cases cited, villagers are involved ine reaoteer training, and volunteers have
training,, ns for 	

a chance to discuss their initial encounter, learn ofdifferences before taking up their work assignment. BUTSI's "consumer'ections an important feature for developing crosscultural understanding from both 

inte., the question was raised: "What do you consider the best type of volunteer work 
follow. Respondents from both developing and industrialized countries (sample 10) listeding Priorities. 



Developing Countries 	 Industrialized Countries 

Nationals' Opinions Foreigners' Opinions Nationals' Opinions 

1. 	 Any project tnat serves the 1. Where a catalyst role of 1. Any project which matches 
need of local people and volunteers is possible, i.e. qualifications of volunteers 
enables community partici- skill competence is en- and jobs 
pation, because "it edu- sured, and the community 
cates people and helps them is ready to accept outsider 2. Group assignments, be
to solve their problems" - the type of project does cause volunteers have some 

not matter 	 allies 
2. 	 Community development 

because "the uplift of the 2. Those which improve food 3. Face to face contact with 
status of villagers is para- supplies, nutrition and cash human needs 
mount" income from local produc

tion. 
3. 	 Cross-sectoral community 4. Clear plan and receiving 

projects, because it is the agency must be involved, 
best way to get local because it secures contin
participation. uity of project. 

It is interesting to note that respondents to this question describe, with one exception, condi. 

tions of work projects rather than types by program area. 

It appears that for the educated and/or experienced volunteer of STD Services any type of 

work program area is appropriate if: 

1. 	 a real need exists 

2. 	 the volunteers' capabilities match the job, and 

3. 	 the citizens of the local community are willing and able to participate. 

From evaluation materials, a few experiences with various work project types can be cited. 

VISTA/ACTION in the USA reports that educational projects are an easy
"point of entry" for first-time volunteer assignments in communities, be
cause here a well-known project structure exists. As community and volun
teers become acquainted with their respective roles the more developmental 
community and health services increase and education assignments are re
duced. Community and health services require more sophistication in terms 
of planning, volunteer selection and community work supervision. 

CSV in the U.K. reports that because of the "right to serve" policy and the 
consequent acceptance of all applicants, a new range of project alliances has 
been opened up for service with hospitals, the prison system, police (cadet
training through service), halfway houses by ofiering young offenders 
opportunity to serve the handicapped and disadvantaged. The CSV operation 
shows that any project type is possible if the service conditions for the 
individual volunteer are "right." 
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BUTSI in Indonesia emphasizes a cross-sectoral volunteer assignment thatdoes not focus on specific work program areasdevelopment programs, but 
or on single governmental 

with regard 
on groups of people in the village. For example,to youth unemployment,

tion, production any work area-business, construc.or public services-which canmain, the service is addressed create jobs is applied. In theto communities and their needs, especiallytheir betterment of life which includes improvement of nutrition and health.For example, by trying to eliminate the causes of the nutrition problem, i.e.the lack of protein vitamins, volunteersand 
apply problem solving approaches which cut across disciplines of societal structures. They introducedvegetable and egg production by linking it with local market sales for cashincome for families--and only astheir own eating 

this was achieved did the villagers changehabits and consumeeverybody knows, vegetables and eggs themselves.these approaches Asare not easy-andare successful resultspossible because the effort is conducted on a small scale rather than operated from the upper echelon of bureaucratic hierarchies. 
TOdentify the limitations of project conditions the question was raised: "In your opinion,
rcit type of projects should be excluded for volunteer work assignments?" The respondentsVihed 

Developing Countries 
Nationals' Opinions 

None 

2 Where money is the mainObjective, because it de-

Foreigners' Opinions 

1. None, except if not com-
munity based or com-munity not "ready" 

Industrialized Countries 
Nationals'Opinions 

1. Any project which had vol
unteers for 5 years 

featsobjective of service 2. Not as teachers in elite 
2. No assignments where vol

unteers become staff 
schools 

substitutes. 

3. Not in urban areas, except 
slums 

-

lfhrsoses confirm that it is the project conditions and not a specific development work
wh1ch should limit the volunteer assignment.

Dtre"
conditions for volunteer project assignments are contained in the Work Program Policies"4dehfnes most STD Services have devised. Examples include: 
° The Volunteer Leaders for Community Development (VLCD), THAILANDact as Secretaries of the Village and District Community Development Com

mittees and carry outtions include, according
tasks assigned by the local Committees. Their functo the overall Regulations of the Ministry of the 

Interior: 
Encouragement of Community Development (C.D.) work in accordanceWith the Policy and programs of the C.D. Department and the needs of the 
People 

Coordination of C.D. work in a district carried out by different groups 

237 



- Liaison between the people in the villages and government officials 

- Assistance to district and village chiefs in their C.D. activities 

- Advice to youth groups concerning C.D. 

- Information to local 
local communities 

officials concerning safety and potential unrest in 

- Disbursement of funds for local C.D. projects in accordance with regula
tions; keeping financial records. 

* BUTSI, INDONESIA: 

- One volunteer is assigned 
ment to the same village 

to one village; there will be no second assign

- Villages should 
development 

not be located near a large city and must be in need of 

- If possible, villages should be participating in projects sponsored by other 
governmental departments (Applied Nutrition Programme, Local Work 
Unit or Transmigration and Cooperative Projects). 

" Company of Young Canadians, CANADA: 

- Action research: assist local people to identify their needs, 
reference groups and assist in project proposal preparation 

form local 

- Local level organizing: establish priorities, develop strategies, locate 
resources, hire effective personnel without destroying the role of the 
group, initiate administration, review objectives regularly, aim for 
autonomy of local projects 

* VISTA/ACTION, USA: The Domestic Volunteer Service Act of 1973 stipu
lates in Section 102(a) that volunteers are assigned to appropriate projects: 

"1) in meeting the health, education, welfare or related needs of Indians 
living on reservations or Federal trust lands, of migratory and seasonal 
farm workers and their families, and of residents of the District of 
Columbia, the Commcnwealth of Puerto Rico, Guam, American 
Samoa, or the Virgin Islands,

2) in the care of the mentally ill, developmental disabled, and other handi
capped individuals, especially those with severe handicaps, under the 
supervision of nonprofit institutions or facilities. .. " 

- Volunteer assignments require the approval of the Governor of the State 
in which the volunteer is to serve 

- Whenever possible, nationally recruited "specialist" 
income local volunteers should serve jointly 

volunteers and low
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- Prior to such assignment of local low-income volunteers, plans must besubmitted indicating the opportunity for job advancement and transitionto gainful employment 

- To the extent practical, nationally recruited volunteers should live amongand at the economic level of the people served in local communities. 
The comparison of major program areas and the policies and methods of work program assign.ments indicates that STD Services apply two distinct volunteer roles:

1. Manpower extension of professional personnel to reach groups of the population which, 
so far, have not received adequate attention or care, because of
lack of qualified manpower or insufficient interest to(Rural Development work in rural areasand Youth Development Volunteers/Thailand; CSV/UK; ACV, Older Americans and Business Volunteers/ACTION/USA). 
2. Community ombudsmen - cross-sectoral community workers and organizers,c'ho help to bridge the communication gap between villagers and officials,and who assist communities tothat take advantage of governmental programsare 

teer 
available for local development projects (BUTSI/Indonesia; Volun-Leaders for Community Development (VLCD)/Thailand; Company ofYoung Canadians (CYC)/Canada; VISTA/ACTION/USA).

Inprinciple, ombudsmen positions require community participation in the selection or elec
tion of the person who will serve or represent the populace in dealing with outside officials.This is true in the case of VLCD/Thailand,Indonesia. In the latter case, CYC/Canada and to some extent in BUTSI/village heads participatevolunteer who will be assigned to their village. In 

in the selection and placement of thesomer01e of both Manpower instances volunteers have acombinedExtension and Ombudsman-Often depending upon the situation in
the community and the qualifications of the volunteer. By concept and design, the Ombudsman role provides for 
the development 

a most intensive interfacing between villagers and volunteers, requiresof a high degree of understanding and potentiallylearning and aconsequent change of attitudes toward each other. 
increases cross-cultural 

thus, while the manpower extension role of volunteers primarily fills gaps and provides neededrvices, the Ombudsman role carries 
a higher potential for changing the conditions or causes
 'or Which STD Services were established.
 
Ininterviews, both nationals and foreigners (sample 10) responded to the question:
,-iceWhich "In your

foicef 
of the following factors contribute to the volunteer's performance?" Out of afactors the respondents ranked performance factors third and better accord" to 'rlrties,as listed in Table 50. 
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TABLE 50. FACTORS CONTRIBUTING TO VOLUNTEERS' PERFORMANCE
 
IN STD SERVICES
 

In Developing Countries In Industrialized Countries 
Nationals' Opinions Foreigners' Opinions Nationals' Opinions 

1. Quality of volunteer re- 1. Quality of volunteer 1. Needed on the job 
cruitment & selection training/education 

2. 	Responsibilities on the 
2. Quality of volunteer 	 2. -Work assignment in line job 

training/education 	 with education & interest -Work assignments in line 
-Prospect of employment with education & 

3. Public acceptance & after completion of interests 
appreciation of service service 

3. 	-Prospect of employment 
4. 	 Exposure to people 3. Responsibilities on the job after completion of serv

from other regions, ice 
cultures 4. -Public acceptance of -Quality of supervision & 

appreciation of service 	 cooperation between 
5. 	 Responsibilities on the -Quality of supervision & supervisors 

job cooperation between 

6. 	 Quality of supervision & p 

cooperation between 5. Needed on the job
 
supervisors
 

7. 	-Needed on the job 
-Amount 	 of payments
 

(volunteer allowances)
 

Listing of more than one factor indicates equal level of priority under any one number 

This ranking results from experiences with specific volunteer roles and approaches to place
ment in projects: 

In the services of the industrialized countries, volunteer selection and train
ing are insignificant, but the importance of the job is crucial: being needed 
and having responsibility makes the volunteer succeed (respqnses come from 
CSV which has "the right to serve" policy). 

* 	 In developing countries, nationals rank the classical manpower placement 
considerations (selection and training) highest, while public support and the 
cross-cultural encounter are next in importance to help the volunteer suc
ceed in the role assigned to him. 

* 	 Foreigners differ in regard to factors contributing to domestic volunteers' 
performance. They disregard volunteer selection-obviously adhering to 
the principle that everyone who applies should be afforded a project assign
ment ("right to serve" approach). But they do feel that training isnecessary 
to make them useful on the job. Obviously, these foreigners vi-w the service 
primarily as employment preparation." 
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Another aspect of STD Services' work programs is the supervision of volunteers on the job. 
Most Services have delegated this function to the local community organizations or to field 
officials of governmental agencies inSTD Services have some 

charge of community development. In addition, most 
For example, 

field staff to coordinate and support the local supervision of volunteers. BUTSI in Indonesia applies a combined system:assigned under the supervision of the village headmnen, the Service has a field staff in 20 of the26 Provinces assigned 
While volunteers are 

to the Department of Manpov.er Provincial Offices. They have somefunction in coordinating and supervising volunteer work programs but do not concernselves full-time with it (they themare also in charge of coordination of volunteer training and "consumer education" both conducted on Province levels). 
Afinal aspect of Work Program organization and management concerns the technology appliedby volunteers. Most STD Services report the usethough, 	 of local materials andthose who assign volunteers for 	 tools. Increasinglylocal community improvementintrmediate and appropriate technology. Both terms imply that the technology used is neither 

must determine an
the continuation of insufficient tecnniques nor
ducing technology, but rather 

the import of highly sophisticated
one which is appropriate 	 mass proin both technical and social terms forimproving living conditions and production to servecommon problem for Social 	
the social needs of the people. This is aand Technical Develooment andend, principally 	 Foreign Volunteer Services94for a:'rural developing societies 	as E. F. Schumacherinhis book: "Snail is Beautiful: Economics As If People Mattered" 

so eloquently explains

ies adhere to the technologies used by 

'9.While most STD Serv-

Partment, BUTSI 	 their community de'sl,..pment orin Indonesia has created its own ViIlE ge 	

agricultural de
technology 	 fechnology Unit. The tern- "villagewas chosen deliberately to indicate the level at which the Unit's work is aimed."The Unit is seeking village technology ideas from within and from outside Indonesia, testing
th'm in practice, and then preparing simple technical booklets in the Indonesian language fordi-tribution through BUTSI voluuteers ... " (from BUTSI leaflet). These booklets feature com-Post making, simple methods of maintaining a level when making irrigation ditches, measuring
rater flow before installing a hydraulic rain 
pump in a stream, construction of simple treadleoperated scrapers for coconut oil extraction, etc. While volunteers in STD Services are in need 
Ofappropriate technologyand often devise solutions themselves-most services lack the infomation linkages to relevant sourcestOdevelop and test such technology on 

which have the knowhow, and the financial resources,
xcellent pool of qualified manpower 

their own. No doubt the STD Volunteers represent an
nolOgy on the local level. Clearly, these 

to introduce such intermediate and appropriate techresources have so farCEuSe of lack of linkages to 	 iot been used sufficiently be-Intermediate Technology Centers andIXliect 	 planning onagencies.	 the part of 

inYOur Iludgrnnt, have the overall goals of volunteer work programs been achieved as set by
'
urganiza on? 60% of the sm all sample of respondents (10)re i " •
 
,ioIity. ed a goal achievement "with modification" gave the followng reasons according to 
1. 	Organization and management 
of service not goal-oriented; do not maximize
on contributions volunteers can make
2, Technical 
 work achievement, yes; but less involvement on the part of the
 

community than was aimed for
 
3.Only half of the volunteers seem to be able to cooperate with officials and
villagers involved in community development; volunteers 
are sometimes too
Young for these assignments.
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These replies are not surprising. They confirm earlier findings: 

* that organization and "management for results" are a weak spot for all 
Development services; 

* that 	technical assistance performance is more easily achieved than changing
people's behavior and involving them; 

* that the placement of volunteers in adequate jobs they can master is a pre
condition for their success. 

Finally, the question was raised: "In your judgment, which factors contribute to the successof the volunteer work projects?" Foreign and national respondents (sample 10) gave third andbetter preference to the success factors listed in Table 51. 

TABLE 51. FACTORS FOR WORK PROJECT SUCCESS IN STD SERVICES 

In Developing Countries In 	Industrialized CountriesNationals' Opinions Foreigners' Opinions Nationals' Opinions
1. 	Local community-related 1. Acceptance of volunteers 1. Clearly defined job assignprojects, in contrast to 
 by local community ment for each volunteer inlarge scale projects relation to colleagues,

2. 	Local community-related supervisors, subordinates2. 	-Acceptance of volun- projects, in contrast to
teers by the local com-
 large scale projects 2. Acceptance of volunteersmunity by local communities
-Sufficient financial re- 3. Leadership & understandsources ing of supervisors 3. -Local community-related 

projects, in contrast to3. 	 Rural and agricultural 4. Sufficient financial re- large scale projectsprojects, in contrast to sources -Leadership & understandurban projects ing of supervisors 
5. -Support from supervising4. 	 -Clearly defined job governmental agency or 4. Cooperation with futureassignments for each vol- Board employers of volunteersunteer in relation to col- -Volunteer participation in after they complete service.leagues, supervisors, admirn,:tration/manage

subordinates ment of their work
-Support from supervis- -Public works/service pro

ing governmental agency jects, in contrast to busi
or Board 
 ness & industry 

5. 	Leadership & understandine 
of supervisors 

If more than one factor is listed under any one number they received equal priority ranking. 

This 	ranking of success factors confirms earlier opinions regarding the best types of volunteerprojects: The community basis and citizens' preparedness to receive volunteers is most iiiportant for project success. Another important success factor is the clearly defined job assign
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menft 	 for the volunteers within the hierarchy of the project structure. Here, experiences fromSTD Services and Foreign Volunteer Services are identical: a clearly defined volunteer assignonnt avoids a lot of inefficiency, suspicion and hampering competition. Also mentioned againare the importance of leadership and functional linkages to both resou. .as (funds) and potential employers of volunteers (use of output).
 

Relating these priorities of success 
factors for work programs to the previously linked problems of achieving the goals, it becomes apparent that the keys to an effective work program deign and management in Social and Technical Development Services are: 
1, the community basis of the volunteer project 
2. the community capability to make use of the volunteers assigned to them,

and consequently 
3. "consumer training" to prepare members of the community to work most 

effectively with volunteers. 

5.Foreign Volunteer Service Provisions 

Asurprising number of Social and Technical Development Services provide for assigning theirvolunteers in a foreign country, or fo- receiving foreign volunteers for assignment in their programs. The following list gives a review of the range of such provisions: 

Organization 
KENYA: Voluntary Development Association 

INDONESIA: BUTSI 

'iAND: Arsa 	Pattana all three 
AMA Natioabut 

P AN National Volunteer Service 
4 rofessional Volunteers branch 

CANADA: Company of Young Canadians 

°luntED INGDOM: Community Service 

Foreign Volunteer Service Provisions 
Foreign volunteers are invited and serve regu
larly as members in the work camps in Kenya. 
As 	the Indonesian Board for Volunteer Serv

ice BUTSI:
 
" assigns Indonesian volunteers abroad, and

" coordinates the 
 service by foreign volun

teers within Indonesia. 
There are no limitations in principle for assignment of foreign volunteers jointly with 
BUTSI volunteers. 

No 	provisions for Foreign Volunteer Service,
no principle restriction either.Foreign volunteers can with SNVsserve on 

the basis of sending organization's contract 

with DIGEDECOM.
 
No provisions for service abroad or sErvice by
 
non-citizens.
 

The objectives of CSV
service "in stipulate community
 

particular 
volunteers 
they apply. 

various parts of the world and in 
in the United Kingdom." Foreign 
are not excluded from service if 
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USA: ACTION ACTION domestic programs are carried out 
-Domestic Programs within the 50 States and the Territories of the 

USA, but not in foreign countries, except 
through Peace Corps assignments. Foreign vol. 
unteers are, in principle, accepted for service 
within the USA on the basis of individual 
applications. 

The experiences with Foreign Volunteer Service assignment are, however, slight and in many 
instances a "happening" rather than a full-fledged program sector. For example: 

" 	 Kenya's KVDA has regular foreign volunteer participation on the basis of 
individual applications in their 2-4 weeks full-time work c3mps. 

" 	 BUTSI has an ongoing Foreign Vulunteer Service program with New Zealand. 
Though very small in size, voluiteers are assigned for 1 year, full-time, to (a) 
secondary schools to teach social and culture studies on Indonesia, and (b) 
play centres to develop educational materials for children. 

* 	 VISTA/USA and CSV/UK both report the acceptance of foreign volunteers 
for service on the basis of individual applications. In both cases it was a 
"happening" and no use was made of the foreigners to facilitate any inter
national learning, neither with the local community nor with the domestic 
volunteer colleagues. 

Finally, it should be noted that since the establishment of the United Nations Volunteers in 
1971, Social and Technical Development Services have increasingly proposed their former 
domestic volunteers as candidates for assignment in this multinational service. 

Thus, STD Services have a potential for international cooperation with other Development 
Services which permits a two-way-street format of sending and receiving volunteers. 

6. 	 Citizen Mobilization and Participation 

In several ways, Social and Technical Development Services are vehicles for citizen mobilization. 

First of all, potential volunteers are addressed, and the extent of their participation and suc. 
cess represents a primary area of citizen mobilization. 

Second, the citizens of the community receiving the service are a target group for mobilization. 
They become involved in joint work programs with volunteers or community self-help projects, 
and thus actively participate in the advancement of the people in the community and the 
betterment of their living conditions. 

Third, citizens of both the local community and the country at large are addressed in varying 
degrees to participate in certain management and supervisory functions. 

Table 52 reviews those areas of citizen involvement. 
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TABLE 52. AREAS OF CITIZEN PARTICIPATION IN STD SERVICES 

Organization 

KENYA: Voluntary Development 

Association 

INDONESIA: BUTS[ 

TH fAND: Arsa Pattana: 

Volunteer 

Recruitment/ 
Selection 

Yes 

Yes 

(Village Chiefs) 

Volunteer 
Training 

Yes 

Yes 

Local Community/ 
Village Chiefs 

CitizVn/Community 

Planning 

Yes 

Yes 

Participation in: 

Work Programs 
Joint Work 

Yes 

Supervision 

. 

Yes 

Supervisory/ 

Advisory Board of 
Service 

(Supervisory) 

-Rural Development Volunteers 
-- youth Development of Volunteers 

Ye--
Yes 

YsYesYes 
aey Yes 

-Volunter eriLans for CommunityDevelopment 

PANAMA- National Volunteer Service 
-Professional Volunteers branch 

Yes 

Yes --

YesYe0e 

Yes 

Only for C(D. work 

as secondary activity 

Yes 

Yes YsraeyYs 

a.O 

> 

-BusVolunteers 

Voutes(introduction 

U S A : A CT ION 
-VISTA 

-ACVP 

-Older Americans 

Business Volunteers 

Yes (for 59.3%) 

Yes 

Yes 

Yes 

Yes(sr 

only) 

Yes 

Yes 

Yes if 

No training 

Yes 

Yes 

Yes 

YesYe_ 

Yes 

Yes 

Yes 

Yes 

Yes 

Yes 

(Suevsoy 

( u e v s r ) 
Yes 

(Advisory only) 

C 

40 

2o 

CD 



This review shows that STD Services have excellent potential for broad range citizen mobiliza. 
tion. They are not restricted by university structures like Study-Services, or by training and 
employment requirements like Training and Employment Schemes, that make citizen par
ticipation more difficult. On the other hand, the more "free wheeling" opportunity in 
community action does not commit STD Services as much to attempt to change the institu. 
tions they are linked to-as is the case with Study-Services and Training and Employment 
Schemes. In other words, the broad range involvement of STD Services with citizen mobiliza. 
tion and participation should not prevent them from their other mandate to modify the causes 
of underdevelopment by changing societal structures or systems. Because the latter is not 
"built-in" the services as with the other two Domestic Development Services, STD Services 
must look for areas where their citizen participation helps to change institutions. 

For 	example, when CSV in the UK achieves agreement from the courts to have juvenile delin. 
quents committed to community service instead of to prison terms and the community organi. 
zations accept them for service, then citizen mobilization and participation has led to changing 
one small corner of an increasingly unhumane industrial society. 

Thus, citizen mobilization and participation in STD Services is not an end in itself but a mode 
to make societal systems more responsive to human needs. Again, the "HOW?" for citizens to 
become involved is most important. 

In interviews, both foreiqners and nationals cited the following factors as contributing to the 
acceptance and appreciation of STD Services in developing countries by the general public: 

* 	 Ability to work, contribute and to provide needed professional services in 
rural areas 

* 	 Volunteers show spirit of voluntarism, idea of volunteer service 

* 	 Providing employment to volunteers, saving (paid) manpower, and utilizing 
youngsters who may otherwise become a problem 

* 	 Good public relations not only with governmental ministries but also with 
the general public. 

Respondents from STD Service in an industrialized country emphasized: 

* 	 The results of the service, that it can help people in need, contribute pri
marily to acceptance, 

" 	 That the abilities of volunteers match job requirement, i.e. successful place
ment. 

National and Foreign respondents concluded that the key persons in local communities who 
support and enable cooperation with STD Services in developing countries are: 

1. 	 The recognized/informal leaders of communities (monk/clergy, teachers, 
doctors, women groups, etc.) 

2. 	 Village Headman 
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3. Elected leaders, Village Development Committee 

4. Government officials 

To the question: "Which groups exhibited the least understanding and support for volunteersworking in their village?" both national and foreign respondents gave the following priorities: 

1. Religious leaders 

2. Low level officials (those who fear loss of influence) 
3. In the beginning all, until they understand what volunteers are trying to do. 

Good examples of participation of local communities in the efforts of the Service included, forboth developing and industrialized countries: 

* The many self-help activities where volunteers acted as catalysts, and whichhelped villagers dealing with basic problems like nutrition, food production,
marketing crops (cooperatives) to achieve cash income 

* Activities where members of local communities joined and carried on as volunteers (multiplier effect) 

" When the village or a project agency-for example the inmates of a prisonasked for new volunteers to help them after the term of earlier volunteers 
expired.
 

Ignorance, or resistance, against the effort of STD Services was reported:
 

• If too many projects come up and villagers feel "development" becomes a 
burden
 

* 
 If there isa lack of cooperation among local project leaders 

a In villages where the traditional cultural values are rigidly applied
 

0 Where there is institutional resistance and prejudice on 
 the part of local 
project agencies or communities. 

To the question: "In your opinion, which factors helped or hindered most the cooperation between this Service and the local community?" respondents (sample 10) in both industrializedand developing countries gave third or better preference to the factors listed in Tables 53 
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TABLE 53. FACTORS HELPING COMMUNITY COOPERATION IN STD SERVICES 

In Developing Countries In Industrialized Countries 
Nationals' Opinions Foreigners' Opinions Nationals' Opinions 

1. Work Project requested by 1. -Strong leadership in 1. Work Project requested bylocal community community local community 
-Belief of the community

2. Strong leadership in com- that the Service will 2. -Belief of the communitymunity change its situation 	 that the Service will 
change its situation3. Volunteers living with 	 2. Villagers participated in -Villagers participated in

local families supervision of volunteer supervision of volunteer 
projects projects

4. 	 Villagers participated in 
supervision of volunteer 3. Work Projects requested by 3. -Volunteers living withprojects local community local families 

-Certain cultural and re5. 	Belief of the community 4. -Volunteers living with ligious traditions 
that the Service will local families 
change its situation -Level of literacy and
 

general education of
 
6. 	 -Certain cultural and local community

religious traditions 
-Project 	 supervisors come
 

from other regions
 

Listing of more than one factor indicates equal level of priority under any one number. 

While nationals, both in developing ard industrialized countries, ranked highest the decision bythe local community to request a Volnteer Work Project for their community cooperation,
foreigners gave it a low fourth preference. Even though from a small sample, it may indicate
,hat 	foreigners underestimate the community's decision-making role to ensure participation. 

Respondents agreed on the importance of volunteers living with local families, and the villagers participating in work supervision. While strong leadership in communities isconsidered
of high importance for community cooperation in developing countries, this is not believed 
to be true for STD Services in industrialized countries. 

The belief of the community that the Service will change its situation was ranked high by"Westerners" and somewhat less important by nationals from developing countries. 

Finally, while nationals from both developing and industrialized countries regarded certain
cultural and religious traditions as a helping factor in the cooperation STD Services receivefrom local communities, foreigners alone cited the level of literacy and general education of 
the local community as important for cooperation. 
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TABLE 54. FACTORS HINDERING COMMUNITY COOPERATION IN STD SERVICES 
! In Develo ping Countries I.n Industrialized Countries 1Nationals' Opinions Foreigners' Opinions Nationals' Opinions 

2. Confiicts with others 
agencies assisting the localmunity 

2. 
National Development PlanConflicts among villagersassisting the local localcor- agencies assisting thecommunity

2. -Conflicts with other 
2. Volunteers living together 3. -Volunteers living to- -Culturalincamps or farms -Work and religiousProjectsgether in camps or farms4. Work Project assigned by assigned by traditionsNational DevelopmentNational Development Plan Plan 

3. -Volunteers living to
gether in camps or farms

m-Level 
of literacy and gen

eral education of localcommunity 
commeunityo foa 

6. Cultural and religioustraditions 

asListingof more than one factor indicates equal level of priority under any one number 
As with other Development Services, conflicts among villagerssgh in hindering community cooperation and assistance agencies rank

the centralizednt with STD Services in developing countriesliving conditions of volunteers in camps or farms hinders community coop 
All agreed

.rationas do work projects assigned ty National Development Plans. Compared with the high'anking of work projects that arebecomes clear that projects imposed by National Developmentdecided and requested by local communities (See Table 52),Plans on 
are lical communitieserceived counterproductive to citizen mobilizatioolAairl,nationals from both developing and industrializedt6.r factors: countries gavethe level of similar opinionsliteracy and togeneral education,
traditions and certain cultural and religious 

L citizen mobilization and participation in Social and Technical Development Services 
ct thus be SUmmarizedi 

1, Mobilization of the population groups addressed to volunteers is highest in 
theACTION/USAUTsI/ndonesia domestic programs,In other countries, STDCSV/UK and moreServices have recently inattracted a lowerproportion of the population for volunteer service. 

2. STD Services provide the mostpation in their various far reaching opportunities for citizen particioperations in comparison with other categories ofDevelopment Services (See Table 51). 
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3. 	 An exception is the participation of citizens in the supervision of the overall 
service which is provided for only in the two non-governmental services 
(Kenya, UK) and the Panamanian governmental program (churches partici
pate in supervision). All other STD Services are governmental and only in
volve other governmental agencies in this function. 

4. 	 Work Project decision and request by the local community is of highest im
port nce for achievement of citizen mobilization and cooperation. Villagers
supervising volunteer work projects and volunteers living with local families 
are also important conditions to achieve citizen participation. 

5. As with other Development Services, the conflicts among villagers and 
among the various assistance agencies working in local communities are the 
most hindering factors for citi,'en mobilization and participation. The im
position of work projects fror,; National Development Plans on local com
munities is also widely considered a factor hindering community mobilization, 
instead of helping. 

ACHIEVEMENTS 
Consistent with the causes for establishment of STD Services the quantitative performance of 

program output can be recorded along coverage indicators: 

" 	 Proportion of different population and age groups attracted for the service 

* 	 Percentage of geographical areas reaching people from all cultural/tribal 
groups in need of this service 

* Proportion of technical and social services provided to local communities in 
comparison with needs in the following major areas: 

for consumption: to improve nutrition, health, housing, care for the sick, 
elderly, handicapped, etc.; 

- for production: to improve education and skill training, farming and small 
business, marketing, transportation, utilities infrastructure. 

As is evident from the previous description of the various STD Services the coverage of differ. 
ent population groups varies among services. The capability of a service to attract manycitizens on a voluntary basis is directly related to the variety of programs offered. For example,
the development of three services under the aegis of Arsa Pattana in Thailand, addressing dif.
ferent popLilation groups, has expanded the coverage beyond the initial technical/agricultural
volunteers. The same was true for the Panamanian National Service, although it seems a clearer
distinction of different seivice types by design and "label" would have helped to attract more
people. The domestic operations of ACTION/USA furnish a good example in this respect. By
designing and integrating these services under one roof like: VISTA/ACV, Foster Grand.
parents, Retired Senior Volunteers, Senior Companion Program, Service Corps of RetiredExecutives, Active Corps of Executives, Volunteers in Justice, Vetreach (the latter two belong
to a variety of special programs), ACTION has been able to involve varied population groups inservice and community action. In 1974, one out of every 235 persons of the total US popula
tion between 15-74 years of age was an active volunteer in one of the ACTION service 
programs. 
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Ail STD Services evaluated adhere to the principle of nationwide coverage. They attempt toserve in all areas of the country and reach all cultural groups or tribes. Of course, the propor
tion of geographical coverage is not only related to planning and management of project locations, but also depends on size. A small service is not able to reach a sufficient proportion ofgeographical culturalareas or groups and thus has a limited impact in comparison to thenationwide needs. (See also discussion of size of services in Chapter 2.) In other words, asmallquantity (effort) represents limited quality of service. This means not necessarily to argue forobligatory services or one large scale program-which of course would cover the whole targetpopulation and all geographical areas-but for a pluralistic approach to service programstailored to population groups and geographical areas. The community services in Thailand andthe UK, BUTSI in Indonesia, and ACTION/USA aim a creative approach along thoseat 
principles. 

Coverage of major areas by technical and social services, in the field of consumption and production, probably isone of the neglected areas of STD Services. That they cover even a limitednumber of communities with services for consumption and production is reported more asa"happening" than a consciously targeted planned program output. The result is that recordsare not available as to what needs have been satisfied in various service areas, and, consequently, management decisions in planning new projects and investing resources are based onestimates rather than performance records. There are, of course, some exceptions. For example,BUTSI volunteers at one time supported parts of the nztional nutrition program, and theArsa Pattana volunteers in Thailand serve sections of the community development program.Compared to the societal needs which caused their establishment, STD Services in developingand industrialized countries require different approaches to the provision of technical and
,ocial services. 

Indever.,ping countries, while STD Services should not neglect minimum consumption needs,the imprcvement of production certainly deserves specific attention. Rura:communities inthese regions, by tradition, are consumption oriented and they can be helped in the long run
only if they enter the mainstream of economic development and participate as a productive
Partner. Thus, coverage of production improvement through professional services has a higher
long-term value for elimination of underdevelopment-but it can be emphasized only after aminimum level of living conditions (consumption) of the people is secured and maintained.Both are, of course, interrelated. Often they can be achieved by emphasizing one against theOther, as in an earlier described example from BUTSI, when farmers, motivated by the cash re-Ceived from marketing eggs, improved their protein diet by eating eggs themselves.
Inindustrialized countries, social services for consumption is the main requirement for STD 
Service performance. But again, it is a "happening" and not a definri target in terms ofOverall societal needs, Volunteers support and expand social, health, legal and other servicesProvided by community organizations and local, state or federal government, or they operatenew Programs in response to needs not yet covered by any social service agency. This suppor.
tive or parallel social service role alongside governmental programs deserves more attention inindustrialized countries. With the increasing needs and costs of social and health services in industrialized countries and the increased life expectancy of the retired population groups, many9 vernments will not be able in the future to pay the increased social benefits and provideadequate services. It is here, that voluntary STD Services have a potential, not yet used, toProvide a better service coverage and relieve governments from onerous social program costs.idea is not to make STD Services subservient or extended arms of government but, rather,rbeerse an alarming trend to larger government. Through voluntary STD Services, especiallyr invol ing the able retired and skilled people, many of the social service programs can berought back to local communities, while still maintaining nationwide standards and equality 
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of proqram effort. CSV in the UK and ACTION/USA currently represent the broade,
 

coverage of different social service areas required in mass-societies.
 

Further evaluation brought to light the following indicators of qualitative performance:
 

The extent to which:
 

* the diversity of programs provided an opportunity for service to the unem. 
ployed graduates, the elderly, experienced rural people of all ages, business. 
men and women, retired executives, the handicapped, offenders, etc. 

" 	 volunteers achieved a prescribed level of professional performance in man. 
power extension roles and thereby reached more people or provided better 
services
 

" 	 volunteers were in fact able to carry out ombudsman roles including: com. 
munity organizat~on, enabling communities to take advantage of available 
outside aid for self help projects and to convey community needs to outside 
assistance institutions and programs 

" 	 in their responsiveness to needs, STD Services not only fill gaps in providing
skilled manpower and professional services, but also in effecting change in 
societal institutions or systems, which have impact on peoples' lives 

* 	 former volunteers continue employment in civil service in rural regions, edu-
cation, social services, etc. 

" 	 community self-help projects continue as long as they are needed and after 
the volunteers have completed their assignments 

" 	 voluntary STD Services, non-governmental or governmental, continue to 
receive volunteer requests from communities and financial support from 
sponsors over a longer time span 

Examples of achievements of individual STD Services follow: 

KENYA: Voluntary Development Association 

As a non-governmental service with short-term full-time work programs, KVDA does notonlY 
encourage citizen participation-the service would not exist without it! There is only ON 
full-time director, the staff serves voluntarily and the villages host and provide room and boyd
during work projects. The service also enjoys the support of District Officials, and of dil 
Kenyan government. 

* Completed work projects include repair or construction of: 

- schoolhouses and classrooms, teachers' homes, school court yard, etc., in
cluding one Village Polytechnic, (in 66 villages) 

- houses for nurseries and kindergarten (10 villages) 
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- hospitals and health centers (21 villages) 

- water supplies, roads, bridges, irrigation, drainage (18 villages) 

- community, youth, women's centers (10 villages) 

- houses (in 8 villages) 

- cattle dips (in 8 villages) 

- houses and workshops for craftsmen and fishermen (in 2 villages) 

- Church buildings (in 2 villages) 

Achievements in terms 
difficult to assess. One 	

of bridging cultural/racial and educational gaps arecan only assume that those volunteers who participated in work projects in other parts of the country have a better knowledgeof the problems and needs of poor people in rural areas.
edge they may nave derived From this knowla better understanding and change of attitudestoward people from other races, areas, educational level and overall develop.ment. An indication that these programs have performed well in this respectis the fact that they still operate after 13 years of service with adequate staffand financial resources. 

IZDNESIA: BUTSI 

P0Purpose of the assignment of volunteers as cross-sectoral community workers in villages istI O villagers in self-help projects and induce changes of attitudes to improve their lives.Th? fat exparsior of the program and the increase in volunteer requests indicate that volun.t r:1re well accepted and find the cooperation of villagers. 

4iements of BUTSI4 	 are reflected in the following facts: 
Since its beginning in late 1968 to mid 1974 BUTSI volunteers have initiatedlocal community 
 work together with villagers in about 2,225 villages: they

have introduced-bygardening, example and often for their own use-vegetabledick and rabbit raising (much needed protein which villagers canafford); helped villagers to build bridges, roads, school, latrines, etc., in prin-Cile involving only local materials and manpower and clearly on a self-helpbasis, Their work was especially supported by two efforts: a "consumereducation program" for all those who work together with volunteers, fromProvincial and district officials to village heads and the villagers themselves,and regular visits in the village by those officials and the BUTSI staff. Towhat extent villagers have continued with self-help rojects after the volunteers left is not known at this point, but it is certain that many governmental

development programs reached the village level only through thaombudsman role volunteers played in their assignments. This role worked also in theopPosite direction: volunteers suggested changesPrograms-especially in the governmentalthe Applied Nutrition Program-to make them moreacceptable to the villagers. 
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" 	 In total, BUTSI volunteers' work assignments cover 24 of the 26 Provinces 
in Indonesia. 

" 	 The outspokenness, dedication and seriousness of former volunteers gained 
them the respect of highest government officials and made them a preferred 
group of professionals for hire in government service. Diana Fussel and 
Andrew Quarmby report in "BUTSI in 1971," mimeographed paper 44 that 
the first group of 26 ex-volunteers was received in early 1971 by President 
Suharto: "In answer to the President's questions about their experiences, the 
ex-volunteers spoke up so frankly and with such obvious experivce (f
development problems at the village level that several of the Cabinet Milis 
ters present promptly offered then) jobs in their Department." 

All former volunteers found employment in the following sectors: 

Forme: Volunteers Employed As Of 
December 1973 

-Agriculture 	 63 10% 
-Ministry of interior 	 189 30% 
-Ministry of Manpower 	 378 60% 

TOTAL: -W T---

Since the field surveys were taken it became a manpower policy to hire 
university graduates as junior civil servants only after they have served with 
BUTSI for 2 years in rural areas as community workers. 

" 	 In 1974 the Ministry of Manpower requested the Director of BUTSI to ex
pand the program to 4,000 volunteers in the field by the end of 1975. In 
accordance with this plan the BUTSI budget in 1974 within the National 
Development Plan was expanded to 625 billion rupees (approximately U.S. 
$1,671,120). 

* 	 Another fact reflecting achievements is the termination of foreign assistance: 

- in 1972 financial assistance ceased, 

- in 1973 the one overseas volunteer assignment was completed, and 

- in early 1974 the foreign experts providing staff assistance departed. 

* 	 Finally, the progress and achievements of BUTSI encouraged the establish
ment of a National Student-Service Scheme (KULIAH KERJA NYATA) 
which was proclaimed in 1972 by President Suharto, requiring each student 
to serve at least 6 months during their summer vacations in local rural 
development before graduating with Bachelors or Masters degrees. A total of 
410 students participated in pilot projects carried out in 1973-74 for an 
average of 4 months service in about 175 villages. BUTSI provides strong 
assistance to the planning and implementation of the program. 
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Social And Technical Development Services 

THAILAND: Arsa Pattana 

Three volunteer services are carried Out under Arsa Pattana, anDevelopment Department. First, the Rural Development Volunteers Program is the oldest, and 
office in the Communityits performance encouraged the establishment of the twoall C.D. work is carried out 	 other services later on.by villagers; the volunteers are 	

In principle,
not administrators of governmentprograms but support the local self-help projects. The C.D.encountered both Department reports that volunteersa positive attitude by villagers to carry out community projects, but also,resistance against their very presence in the villages. 

According to reports received, five major problem areas emerged from the volunteer assign.ments in villages: 

" Differences in living conditions: most volunteers have never lived in villagesand thus must adjust to the absence of facilities of all kinds. In addition,finding a house and simply living among strangers can be difficult. 
" Food problems. Some volunteers from Southern or Central Thailand find itdifficult to eat tihe diet 	of glutinous rice and pickled raweast. When such volunteers 	 fish of the North.requested transfer, the program refused andoffered them advice on how to adapt instead. 

" Language: Differences in dialect or language in different parts of the countryforce volunteers to adapt first to the language, and then begin their jobs.
" Isolation: Places of assignment are often far removed from towns and cities.Poor communication and transportation systems cause volunteers to feel extremely lonely at times. 

Despite these difficulties no resignations of volunteers from field assignmentsexcept for health 	 are reportedreasons. 

The achievements of RDVP are reflected in the following facts: 

" From 1966-1972, 801 villages cooperated in community developmentprojects because of the volunteer assignments in their communities, i.e., thelocal C.D. manpower was expanded; 
" According to C.D. Department reports some villages invited the volunteersto remain after completion of service and to work permanently with them; 

* 	 Individual projects 
 improved village life, agriculture production, nutrition
and education; however, a detailed record is not available; 
* The concePt of having young professionalvillagers is new people working closely withfor both the government agencies and the villagers; to ,im(,\tent volunteers have bridged the communicationlinked government efforts concerning rural 

gap between both, ,ond
development directly withultimate recipients; the 
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fact that afterThe the initial experience with RDVPtional volunteer programs volunteers two addi.were established by the C.D. Department suggeststhat the performance of volunteers was sufficiently convincing to furtherbroaden the basis of local volunteer manpower;
 
* 
 The successful completion of service is credited to volunteers and qualifiesthem for professional assignments-within

Development Workers, 
civil service-as Communityif they pass the examination.at an ISVS seminar that It was orally reporteda sizeable number of former volunteers continuewith the C.D. Department, but no specific figures have been recorded. 

Youth Development Volunteers: Volunteers serve as assistant teachers in villages. In this casean active participation on the part of villagers is difficult to identify. It is assumed thatprimary teaching in village schools is accepted but no active role from villagers is required. Areflection of the acceptance of volunteer assistant teachers by villagers is the fact that villageshave requested increasing numbers of volunteer teachers, both for first-time volunteers, andrecurrent assignments. 

The Youth Development Volunteer Project is also designed to encourage former volunteersto continue their education and become teachers in rural areas. So far, only about 5% per yearhas signed up to continue in a teaching career. 
Volunteer Leaders for Community Development is the most recent programVolunteers come from villages and of Arsa Pattana. 
this program succeeds (it was 

serve within their home districts with minimum reward. Ifonly in its second year in 1974) this in itself will be an expres.sion of local public participation. It will be of interest for others to learn from this experiencewhether the service of volunteer leaders in their own home areas helps or hinders, the mobiliza.tion of local communities. 

There are several aspects of this service which are of interest to other countries: 

* the Ombudsman role assigned to volunteer leaders as a liaison between thevillagers and the governmental administration in Provinces, sub-Provinces andDistricts; 

* the strong delegation of operational authority to the administrative Districtsand local communities; 

" the voluntary commitment by villagers from the same District to serve asleaders for one year without pay and minimum reward. 
" the volunteer mobilization role to involve villagers to volunteer their time forspecial skill jobs in community projects and for general relief work ("banking" system for volunteer work). 

CANADA: Company of Young Canadians 
As a governmental service, CYC applied a long-term development approach for underprivilegedgroups in Canada by involving them in community self-help projects for their own benefit. Thefollowing facts reflect achievements of the service: 
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Social And "Technical Development Services 

CYC was the only nationwide organization to develop local organizational
resources through recruiting, training, and supporting local "referencegroups" that carried out 184 projects in 28 different project categories. 

* CYC was not a short-term "give-away" program for hardship cases but along-term developmental effort; all volunteers reached local target groupsand all projects were directed by local people-otherwise there was no
project.
CYC was delivering a variety of new resources, previously unknown, to localgroups which enabled them to continue self-help projects after the volunteers had departed. This continuity was an indication that communityorganization had taken place and attitudes toward helping themselves had 
changed.

The work of CYC has produced new development models for communityparticipation, especially in the area of regional development, use of community based media, native development, housing. 

CYC has affected governmental policies and financial/material assistance tothose reference groups, especially concerning participation in decision
making. 

* CYC has attracted international attention in that volunteer services in othercountries became interested in learning from this experience through inter
national staff visits. 

This work program record speaks of an effective service in comparison with local needs. Yet,CYC was terminated on March 31,
fWId 

1976, by resolution of the Canadian Parliament. While itsand Headquarters operations were conducted in a flexible volunteer service style, the unitc0Its
of C'(C per volunteer man-year (caused by an inefficient staff: volunteer ratio) were veryhiand their policy decision-making did not differ from any other government bureaucracy;forexample did not permit community participation in decision-making. This uneven structure
0d
Operations appear to be the reasons for its c!osure. 

UNITED KINGDOM: Community Service Volunteers 

4 aVoluntary non-governmental service, CSV's achievements are reflected in the following 

* Steady increase in number of volunteers in service during the past 14 years. 
* Expansion of program areas from initial staffing support in hospitals andchildren's homes to community projects attacking social ills and changinginstitutions (court system, "formal" education) by involving young of

fenders and students in service. 

Capability to remain unbureaucratic, flexible, creative and responsive to new 
needs.
 

Development of the new "right to serve" concept which resulted in the acceptance of service opportunities for society's "outsiders" such as the handi
capped.
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* Broadly based and continuous financial support from both governmental and 
private sponsors. 

* 	 Minimum staff: volunteer ratio and relatively low costs per volunteer man
year indicate efficiency of management. 

* 	 Broad public participation in volunteer work design and supervision, financ
ing and institutional supervision-and its duration since 1 9 62-indicate 
effectiveness in terms of needs of sponsors and members. 

USA: ACTION, Domestic Operations 

In the four years since its inception, ACTION has broadened volunteer service opportunities
for individual citizens. This expanded coverage concerns: 

" 	 all age groups: from 14-80 years of age 

" 	 all ethnic groups and people from all walks of life: less educated, students, 
unemployed, professionals, businessmen and women, elderly 

* 	 all states and territories of the U.S. 

As pointed out earlier, one out of every 235 citizens of the U.S. in the age group of 15-74 
years was an active volunteer in 1974 in one of the many ACTION service programs (thisfigure includes Peace Corps and the Llniversity Year for ACTION). But this ratio of 1:235 doesnot take into account those who have served previously, or are involved as staff, local volun. 
teers, supervisors or the impact on those who are receivers of service. 

VISTA 

As 	 the oldest STD Service within ACTION, VISTA has during its 12 years of existence
against many odds-continued the mandate to eliminate poverty. It has kept alive the publicconscience to become involved and help to eliminate the causes of poverty. It has initiated
special services to the poor, such as health and legal services which were not otherwise available to them. Special areas of concern on the performance of VISTA were listed in the 1974
Annual Report of the National Voluntary Service Advisory Council: 

Do projects continue to be poverty-oriented and does ACTION ensure in its 
project planning the aspect of the "elimination of causes of poverty?" 

* 	 Have volunteers an adequate input into the development ot ,'ew programs 
and projects? 

* 	 Are volunteers assigned to jobs which could be properly filled by paid em
ployees (cheap labor)? 

Are 	paid volunteers (who receive only a low living allowance) assigned to 
jobs which woulo be better left to private non-paid volunteers? 

Is there a need to establish new forms of communication between the volun
teers and the staff at ACTION Headquarters in Washington? 
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Social And Technical Development Services 

Ns list clearly indicates that the "checks and balances" test of the performance of VISTAid all services for that matter-in line with the original causes is an important function to)ntrol program outputs. The inference that volunteers could be mistaken for cheap labor andle fact that "paid" volunteers are questioned in their role versus the "un-paid" volu.nteer indite that the principle of service opportunity for all and the manpower extension role (insteadpaid manpower) is not yet resolved within ACTION. The latter is, of course, a questioniich must be resolved with both employers and Labor Unions. 
ieoverall ACTION domestic operations were also reviewed by the National Voluntary Adory Council in its 1974 Annual Report. The following discussion of experience and pro!mperformance is largely based on the Council's Report

1. The Council is impressed with the quality and enthusiasm of the volunteers
and staff members involved in the various programs;
 
2. On the whole, the programs are well conceived and well executed and provide significant benefits to the communities and to the volunteers themselves; 
3. The Council believes the following areas of ACTION policies and programs
require further clarification and strengthening:
 

(a) There are two schools of thought within ACTION on the basic philosophy and methodology underlying ACTION domestic programs,especially those related to poverty. One school of thought believes thatthe poor can be helped most effectively by increasing their politicalpower; the theory in this case is that the poor are better equipped tohelp themselves if they join into community power groups. The opposing point of view is that the most effective way of helping the poor isto teach them employable skills so that they can improve their livingstandard. The theory in this case is that the poor need economic reliefand not political agitation. These divergent points of view "slow theforward momentum of many ACTIONDirector of ACTION domestic programs. Theis well aware of this problem, but is not in thebest position to deal with it. He takes his direction from Congress andthe Administration which are not always of a single mind on the question of ACTION's underlying philosophy" (page 3 of Report). 
It should be noted that the ACTION legislation isbroad in this respectand permits different interpretations of the underlying philosophy. Onewonders whether these two points of view represent not a basic conflict, borne out of different political opinions, but a dichotomy of
needs both of which must be met 
to solve the problems of poverty
ACTION isdesigned to tackle.
 

Related to this different philosophy is the conflict which appears toexist concerning the role of the nationally recruited and sponsored volunteers and staff versus the local volunteers and sponsoring communitygroup. The basic question is: Who should direct the design and administration of the domestic program, the local community volunteers or theoutside volunteers and staff who are more knowledgeable and involvedwith ACTION programs?
siders and often feel 

Local people tend to be suspicious of outthat new ideas and methods are imposed "from
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above". On the other hand, outside volunteers are often frustrated bythe mistakes and inefficiencies they perceive in local volunteer services.
These conflicts appear to be intensified in cases where paid outsidevolunteers (like VISTA) work together with unpaid local volunteers.
Local community gr.oups feel that these paid volunteers do not trulyvolunteer and should not carry this title but should be referred to as"corpsmen". 

(b) Recruitment and selection of volunteers is affected by this dichotomy:
What type of person should be sought in the nationally recruited volun
teer? The altruistic person with a strong social conscience - butperhaps less technically skiled; or the practitioner qualified to teach
basic skills? Those in ACTION who believe the primary philosophy for many domestic proqr-ois is to politically organize the poor prefer thealtruistic applicant; whereas those who emphasize training of the poorprefer the technically skilled volunteer, The policy for this type of program (like VISTA) has been to search for highly qualified volunteers,
and that they be proven achievers of competence and maturity.
ACTION programs which recruit locally and carry out local programs,or focus on special groups of the population, i.e. the elderly or business. 
men, are less affected by this conflict. 

(c) The training of volunteers in poverty-related programs is also affected
by these conflicting points of view in basic philosophy. VISTA volunteer training, for example, is conducted in two centers: one orientedtoward preparation for vocational skill training (University of Colorado),
the other emphasizing community action techniques (University ofMaryland). The Council is convinced that a single approach to trainingwould significantly improve both its quality and efficiency in preparing
volunteers for service. 

(d) The design, organization and management of ACTION domestic pro
grams concerned the Council with regard to the following problem 
areas: 

" the concentration of staff at Headquarters or in Regional Offices
rather than in yeographical areas where volunteers actually serve;

" the dual sponsorship of SCORE/ACE bv ACTION and the Small
Business Administration does not permit the service of SCORE/ACE
volunteers in projects other than those of small businesses;

" Do volunteers participate in the development and decisions on new 
service programs?

" 	The new service programs developed on an experimental or demon
stration basis are imaginative and in compliance with the mandate.They are still in their infancy and require further evaluation. Onequestion for example is: the cost-sharing between local communities 
and ACTION no doubt encourages community participation, how
ever, it should not lead local bodies to adopt new programs which
they are unable to continue once the ACTION support iswithdrawn.
The Council also suggests that the overall new program development
should concentrate on fewer types and set clear priorities for new 
program design, implementation and evaluation. 
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Social And Technical Development Services 

This concludes the report on Achievements of Social and Technical Development Services.Compared with the indicatorE for coverage and volume of performance described at the outsetof this Sub-Chapter, all services report some achievements in the specific areas listed. With theexception of population coverage, i.e. number of volunteers in certain age groups, and geographical coverage, none of the services reports a proportion of achievements in comparison toneeds, or quality of performance level in manpower extension or Ombudsman roles. This is anindication that the services' performance is not perceived in relation to 	the causes whichestablished it. 

CONCLUSIONS ON EFFECTIVENESS 

The extent of change in the initial conditions which cause the developmental problems towhich STD Services respond indicates the effectiveness of the service. This includes: 

* Number of people serviced in local communities 

0 	 Improvement of living conditions (consumption), expressed in reduction inmorbidity, increase in housing, children's care, education/training 

* 	 Improvement in production and marketing, expressed in gross market production and profit, increase in village employment, reduction in underem
ployment or idleness 

a 	 Improvement in 	 community mobilization and organization, expressed innumber of self-help projects underway and completed, number of villagecommittees for various purposes, percentages of villagers' participating on aregular basis on committees, voting record, amount of volunteer man-hours
for community projects 

0 	 Number and type of community projects continued after volunteers have 
left 

* 	 Number of former volunteers employed in rural areas, jobs of social and
developmental concern in areas of national needs 

a 	 Increase in 	number of volunteers, requests for services from communities,financial support from supporters, or maintainance of an optimal size of 
service over a longer period of time. 

Thus, an effective Social and Technical Development Service is characterized by the followingProgram features: 

1. 	A service plan spanning the formal national needs and indicating the targets 

which the service can achieve with available resources, including: 

(a) number and background specification of volunteers 

(b) number and types of communities reached 

(c) geographical areas and cultural groups covered by volunteer assignments 
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(d) breakdown of program areas to which professional services are provided, 
including targets for levels of achievement. 

2. 	 Diversity of work/service programs offered to attract and involve avariety of 
population groups, either through one "umbrella" STD Service or via a net. 
work of different services. 

3. 	 Organizational structures which delegate planning of local volunteer projects, 
management and supervision to local communities, with coordinating func. 
tions at the regional level. 

4. 	 Community participation in volunteer selection and/or placement - other. 
wise no Ombudsman roles can be achieved. 

5. 	 Volunteer, staff and community participation in decision-making which 
affect their livelihood or work assignments. 

6. 	 Staffing pattern and career provisions for staff which enables hire of quali. 
fied and motivateo staff without impairing the efficiency (cost per volunteer 
man-year) of the service. 

7. 	 Regular and two-way communications between field projects, staff and 
Headquarters, including staff rotation without interruption to the continuity 
of performance level. 

8. 	 Linkages to those institutions and societal systems related to the volunteers' 
work programs, their further education and later employment, and those 
which ensure public and financial support. 

9. 	 Broad funding basis within the country-irrespective of whether govern
mental or 'private-includinq contributions in cash or kind from local re
ceivers of services. 

10. Regular feedback from work projects reporting facts of achievements and 
problems in cornparison with targets rather than general description of work 
programs. 

This concludes the analysis of evaluation materials of the three categories summarized u 

Domestic Development Services: 

* 	 the Training and Employment Schemes (Chapter 4) 

* 	 the Study-Services (Chapter 5)and 

* 	 the Social and Technical Development SeRices (Chapter 6). 

As an institutional and comparative analysis of these services has not been conducted so hr, 
this represents a first attempt to organize an overwhelming amount of pieces of data in a stM*, 
tured assessment approach to learn more about their mandate, operations, efficiency Md 
effectiveness. 
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FOREIGN VOLUNTEER SERVICES 

Foreign Volunteer Services (FV Services) of Canada, Denmark, Germany, Netherlands, United 
States and the United Nations Volunteers provided data for this evaluation. A detailed descrip. 
tion of these services is contained in Volume II, Compendia Nos. 21-26 and 20/1.
Initially, this study 
 focused primarily onServices which the foreign assistance role of Foreign VolunteerLatin America. 

provided technical aid to Domestic Development Services in Africa, Asia and
However, as
grounds of reason, design 

this evaluation progressed, the interrelationships and
and program between commonFV Services and the domestic services of 
developing countries became increasingly apparent. Their similarities as Development Services
augurs an intensive cooperationof "giving" on equal termson the part of FV Services and "receiving"
Services in developing regions will diminish. 

on the part of Domestic Development 

in the future, whereas the current distinctions 

WHY FOREIGN VOLUNTEER SERVICES?
 
As with all Development Services 
a combination of causes led to the establishment of FVServices. 

Lack of Skilled Manpower in Developing Counries 

The lack of technically skilled manpower
level and in rural areas, was a major 
in developing countries, especially on the middle
late reason for the establishment of most FV Services in theP°St-colonial era, combined with the impact of worldwide mass communication, developing 

1950's and early 1960's. Faced with a tremendous need for peaceful development in the 
Countries required
tle skilled manpower,Helping to meetneedede grass-roots" 

to tackle problems of local underdevelopmentlevel became on allto supemn 
these needs and to provide necessary technical/professional services at

a major mandate 
th 

of FV Services. Foreigncti( volunteers were 
l.r at woro suppement the work of national officials and foreign experts-mostly operating in

organization headquarters-to the people in communities who urgently needed 
help.,I In os• cases, foreign volunteers were dt
not conceived asepeor f a kind of apprentice to theVSr
f tua Ily 

even a junior expert-but as a clear alternative, providing aid to those not reached
promotingY experts, and exhibiting a simple lifestyle closer toestablishmentthe of FV Services-tothe people

obtain they served. However, innecessary legislation ande argument was used toareas, the more a varying degree, that foreign volunteers could replace, in
expensive expert and could represent a pool for future expert recruit
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ment. Thus was created the image-and often the reality-of the "cheaper expert", which icertainly contradictory to this service idea. The most obvious instance is the United NationVolunteers (UNV). The debate on the establishment of this multi-national service reflects thatfor many delegations, the one-tenth cost of a qualified volunteer versus an expert ($3,00Cversus $30,000), and the prospects for employment of jobless graduates, significantly Pro.moted adoption of the program. While bi-lateral FV Services did not apply the "cheap expert'argumentation as a reason for their establishment, the UNV did-and they still suffer from this 
dichotomous perception. 

Admittedly, there often is little difference in practical performance, but there is and should bea difference between the expert and the volunteer in lifestyle, position in the hierarchy of theproject and desire to serve the people without monetary gain. 

Foreign Volunteer Services and Social and Technical Development Services (STD Services) indeveloping countries are determined by a common principle cause: The lack of skilled man. power ip local communities, especially in rural areas. But there is also a major distinction:While this reason for the creation of STD Services occurs at home, for FV Services it originatesin another country, exposing their very existence to the whims of international relations and 
scrutiny, 

Lack of Knowledge and Understanding of Developing Countries 

In one form or another, all Foreign Volunteer Services evaluated point to a lack of knowledgeand understanding regarding the developing world. There is a need to learn more aboutdeveloping countries' culture and history, to gain experience in performing in a multi-culturalmilieu under strange work conditions, and to develop a deeper common understanding. All ofthis is clearly another reason why FV Services were created. In providing the opportunity forexperience-based learning in a multi-cultural setting through work/service assignments abroad,FV Services become a learning/educational institution of a soecial nature. 

Again, here FV Services have common grounds for existence with the categories of DomesticDevelopment Services which provide learning opportunities through work/service. Thecommon reasons also extend to learning in a different cultural milieu-in the latter case thedifferent sub-cultures and tribes which make up the one nation. 

In summation, to learn cross-cultural communication skills and develop tolerance and understanding which permit peaceful relations and cooperation across cultural and national borders,
is a common cause for all categories of Development Services. 

Value Causes 

Most founders of Foreign Volunteer Services not only re-acted to the lack of something,but were driven by an active motivation and obligation. No doubt, christian charity, helpingthe poor and needy, played a major role in the establishment of FV Services. While all servicesevaluated adhere to a general moral obligation of helping, they are not necessarily attached toa specific religious or philosophical group. In contrast, the Canadian University ServiceOverseas and the German Volunteer Service mention as one cause for their establishment theneed for a nation-wide, non-denominational service. 
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Foreign Volunteer Services 

Another key factor in creating FV Services was the political philosophy of Service,voluntary contribution of time, career advantages, income and work in 
i.e. the 

areas of need for thegood of community and society. The transference of service at home onto the internationalscene added a new dimension: the will to establish and learn peaceful relationships amongpeoples from different cultures and nations to develop a global society. 
Repentence was another cause for a Foreign Volunteer Service established in Germany afterthe World War II ("Aktion Suehnezeichen") for service in those countries, and to those people,who suffered most under Hitler's aggression.
 

Here again, 
 the value causes of FV Servicescategories of Domestic overlap those mentioned earlierDevelopment for all threeServices. Theysystems, religions or philosophies but there is an 
may originate from different political

service to ecumenicalpeople and basis of commonlocal communities values: thatis an obligation and reward, and an expression ofrespect for human dignity. 

International Trend 
As indicated earlier in Chapter 2, an international trendVolunteer Services. While early examples existed in the 

furthered the creation of Foreign
tary Service Overseas (VSO) 

19 20's, the 1958 founding of Volunin the United Kingdom by Dr. Alec Dickson clearly repiesented anew initiative. 

In 1961, 
 President Kennedy provided the impulse and obtained congressional support
volunteer service idea abroad by creating the US to thePeacePolicy and resources provided a never 
Corps. This backing bV qovernment 

grams, organization and management 
before envisaged opportunity to develop concepts, proof largeensured broader scale volunteer development services.inputs by professionals who It alsofields such provided the basisas cross-cultural communication for the emergence of newor voluntary/development services as a scholarlystate of the art". 

The 1962 International Conference on "Middleinvitation of President Level Manpower" held in Puerto Rico at theKennedy, provided the forum to propel the idea of Foreign VolunteerServices to other countries.Belgium, Canada, Denmark, There is noFrance, Germany, Japan,
doub: that many FV Services in Austria, Australia,Netherlands, Norway, Sweden andSwitzerland have been stimulatedPeace Corps in the US. and influenced by the creation of VSO in the UK and 

As has been pointed out earlier, this international trend affected not only the creation ofForign Volunteer Services but also Domestic Development Services in developing countries.
16us Development, Services in all four categories have common or overlapping causes for


esiShment. This represents a crucial pre-condition for cooperation among services.
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WHAT ARE THE NEEDS? 

To recapitulate, needs are defined as: A quantitatively and qualitatively structured profile of 
conditions requiring relief that determine the nature of response. While Domestic Development
Services in principle could-but seldom do-quantitatively and qualitatively specify the needs 
to which they respond, this rationale is not as easy to apply for Foreign Volunteer Services. 

First, the need for skilled manpower in developing countries is an alien cause which cannot 
be taken at face value to determine the necessity for foreign volunteers in terms of numbers
and qualifications. The need for FV Services depends on the request of the host countries, the 
certain skill profiles they prescribe and the numbers they feel are necessary. Clearly, the needs 
of developing countries have changed in three respects since the inception of Foreign Volun. 
teer Services: 

1. The number of requests-or newly initiated requests-has steadily declined to 
a more realistic size. These requests take into account the number of skilled 
nationals who are now available to meet the manpower needs previously 
served only by foreigners. 

2. 	 The skill profile of volunteers has changed too. While in the beginning volun
teers with simple technical, teaching and communication skills primarily 
were requested, today, the highly skilled professional-often a specialist-is 
desired. 

3. 	 Finally, the countries of assignments are changing too. Whereas initially
foreign volunteers were customarily assigned to countries where ties existed 
from the past, today all FV Services report preference for the least develop
ed countries regardless of any earlier affiliation. This is, of course, under
standable as they are the least likely to have their own skilled manpower 
available in the near future. 

Second, the desire of volunteer sending countries and organizations to provide global learning
opportunities for their own people through development work/service abroad originated in
industrialized countries. Their learning needs in terms of numbers and types are as large as the 
population group concerned with international relation and cooperation. Thus, the learning
needs of industrialized countries are more or less unlimited. However, their fulfillment isagain
determined by the willingness of the developing countries to cooperate. In other words, unless 
FV Services specify their learning desire, and both sending and receiving partners underwrite 
the same concept of learning through service, these needs of FV Services can be met only to a 
limited extent. 

Third, FV Services were also created to meet a need for global learning at home. In establish
ing them, industrialized countries hoped that former volunteers returning home from service 
abroad would feed back to all sectors of society a better understanding of the problems of 
underdevelopment, and of the people living under those conditions. Again, these needs for 
development education at home are, in principle, unlimited in terms of numbers, population 
groups and issues. However, children and youth, parents, businessmen and women, members of 
parliaments and government officials are the primary target groups for such efforts if learning
should lead to change of attitudes and action. 
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Foreign Volunteer Services 

In the past, these common learning needs have not been sufficiently expressed by FV Services,neither in terms of policy nor of program. There are some general statements which refer tothese needs, and-moreover-individual volunteers andthey "learned 	 staff members often emphasize thatmore than they gave", but a specific profile of learning needs has not beenestablished. 

In the accentuation of the three major needs and the development of specific profiles, ForeignVolunteer Services today are at a crossroad: 

0 to 	continue the onesided approach to fill skill gaips and provide technical
assistance as lona as there are volunteer requests, or 

* 	 to develop a second track approach of a joint learning-sen, ice for developwork and international cooperationment 	 with people from developing
countries. 

As will be pointed out later, it is almost imperative that FV Services develop this second learning-service capability if they are to continue for the long term and not have wasted their previous experience and existing international relationships. 

WHAT OBJECTIVES? 

Objectives are defined as the preferred out-come of activities of an organization in response toneeds without specifying a time-frame 2. 

The 	 following objectives of Foreign Volunteer Services demonstrate different approaches in

resPonse to the causes and needs described before.
 

U.S. Peace Corps (Section 2 P.L. 87-293): 

' 	 To promote world peace and friendship through Peace Corps, which shallmake available to interested countries and areas men and women of theUnited States qualified and willing to serve under conditions of hardship, if 
necessary, 

* to help peoples of such countries and areas in meeting their needs for trained 
men-power, and 

* 	 tc help promote a better understanding of rhe American people on the partCf 	the peoples served, and a better understanding of other peoples on thepart of the American people."While 'he establishment of 	peaceful relationships and helpfulness through trained manpower 

are 	 aeft ed objectives in response to 	needs,vue. At , inception of Peace 
the promotion of better understanding remainsCorps it was not identified clearly as a learning aim even
 

Ough it Ofteni was interpreted as such in program policies and practice.
 

267
 



Since formation most FV Services have modified their objectives adjusting to changinq needsThe Canadian University Service Overseas is acase in point. Since 1970 the new objectives of 
CUSO are: 

"1. To initiate and operate alone or m cooperation with other organizations 
programmes to enable qualified persons to serve in any country which has 
indicated interest; 

2. 	 to cooperate with other agencies in any country engaged in similar activities, 

3. to pursue a program of increasing public awareness of issues in international
development, Canada's foreign relations, and to pursue programmes en. 
couraging Canadians to act on that awareness; 

4. 	 to solicit and administer funds to cover the costs of such programmes and 
activity ancillary thereto. " 

This represents a different approach: no mention is made of manpower or learning needs.These objectives presuppose that service and cooperation are desirable. In other words, CUS0',S
objectives respond prirmarily to a value cause, the service philosophy and the need for peacefulrelationships. CUSO is also the only overseas service which has clearly directed one objective
to the situation at home (No. 3). CUSO members and CUSO as an institution have taken upthe task to raise the awareness on the needs of developing countries among their own people.This is an important move, because it strengthens the services mandate and creates a basis athome. The latter is not true for other Foreign Volunteer Services. 

The objectives of the German Volunteer Service (DED) provide another example of modi.
fied objectives in response to changing needs. According to the amended Contract of Incor.poration of December 3, 1973, the objectives are (summary translation): 

"1. To contribute, through the assignment of volunteers in foreign countries and
through the support of domestic youth and development services, to co
operation between the Federal Republic of Germany and the developing 
coun tries; 

2. 	 To carry out projects in accordance with the mandate and policies of the
Federal Government and the guidelines of the Arbeitskreis "Lernen und
Helfen in "'Ubersee" by sending volunteers to developing countries and by
supporting domestic youth and development services. The volunteers shall
contribute, without special financial remuneration, or professional advan
tage, to the development of the host country and learn from their own 
experience. 

3. 	 In carrying out its mandate the service shall cooperate closely with other 
private and public organizations working in the same field." 

DED is the only Foreign Volunteer Service which, in 1973, indicated cooperation with Domes. 
tic Youth and Development Services as an added objective. 

The only other comparable support for "development of national volunteer services in otileicountries", as a program provision rather than an objective, iscontained in Title III of the US 
Peace Corps Act. 
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The DED is also the only known example of a government sponsored service, bound by itsobjectives to carry out projects in accordance with the Federal Government's foreign policy.Other services have avoided this formal limitation or, as a matter of principle, have insistedon their independence of policy and operation. Of course, one can argue that all governmentsponsored services will receive funding only for projects supportive of the overall governmentpoiicy-and this is true for all services. It is however, a different matter to make a service theinstrument of such policy. Aware of this overhanging problem and in order to provide guidelines to fulfill its objectives, under the leadership of its Director, Dr. Manfreddeveloped socio-political principles Kulessa, DEDfor operations which were approved by the Council inMarch 1971. These principles can be found in Volume 11, pages 218-220. They emphasize theDED's 

, role as part of a worldwide peace service,
• striving for the realization of human rights,


guidelines for volunteer conduct in a foreign country,
* 
 principle of solidarity with people in developing countries. 

To summarize the objectives of Foreign Volunteer Services: 

" the provision of skilled manpower for technical assistance in areas of needs 

" the promotion of understanding or the provision of learning opportunities
among peoples from different cultures and nations 

" the establishment of peaceful relationships with people of other countries. 
These objectives of Foreign Volunteer Services are compatible with those of Study-Servicesand Social and Technical Development Services. They also demonstrate an overlapping interestwith Training and Employment Schemes in cultivating skills in developing countries. Indeed,the similarity of objectives confirms that a successful cooperation between services can beachieved. 

PROGRAM ACTIVITIES 

As with other Services, Program Activities of Foreign Volunteer Services are analyzed andcompared in two sections: Program Inputs and Tasks. 

PROGRAM INPUTS 

Inputs indicate the resources, provisions and their parameters within which a service canOperate and perform. They include: 

1. Legislation, Supervision, Leadership 
2. Volunteer Resources 
3. Staff 
4. Organization and Management 
5. Costs and Funds 

Table 55 reviews these Inputs. 
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Organization 

1 

CANADA:
-Canadian 
University 
Service Over-

seas (CUSO) 
-World Univer-

sity Service 
(WUSC) 

DENMARK:
Mellemfolkelight 
Samvirke, Danish 
Volunteer 
Service (DUU) 

GERMANY:
 
Deutscher Ent-
wicklungsdienst 

(DED) 

TABLE 55 


Establishment 

Legislation 


2 


1961; non-govern-
mentdl, non-profit 
membership organ-
ization.(a) 

1957. Part II 
Canadian Companies 
Act; Corp. without 

shares, capital or 
pecuniary gain to 
members. 

1963 as overseas pro-
gram (department) of 
Mellemfolkelight 
Samvirke; non-govern-
mental, non-profit; 
1966 Resolution by 
Parliament to entrust 
DUU with govern
ment support. 

1963; non-profit 
public company with 

limited liability; 2 
constituents/st'are 

PROGRAM INPUTS OF FOREIGN VOLUNTEER SERVICES 

Volunteers 

Costs per 
Number Age range Staff/ volunteerEducational Staff:Volunteer man-year1973 Years Background Ratio 1973; USS 

3 4 5 6 7 

980 18-80 Majority bachelor 1 Director S8,200.-(b)
degrees; master 124 Staff 
degrees on increase 1:8 

50 20-30 Majority under- Headquarters n.a.(800 members) graduate students 	 1 Director 
11 Staff 

n.a. 

309 21 to over 35 60%' primary & tech- 1 Director S 8,736.-(r)(30%0 female; Average:26 nical/secondary 27 Staff38% married) 30% secondary & 1:10 
technical 

10% post-secondary & 
university 

861 21-41 & 33% secondary/ I Director $15,970..(d)(32% female) above technical 233 Staff 
Average: 26.8 33% post-secondary/ 1:4 

technical 



SNETHERLANDS:" 

Stichting 
Nederlandse 

Vrijwilligers 

(SNV) 


Peace Corps 

(PC) 

UNITED 
VOLUNTEERS: 
(UNV) 

1963 as Office in 538 
Ministry of Foreign (26% female;Afairs; 1965 formed 10% married)
SNV incorporated 

as Foundation with 
2 constituents 

1961 by Executive 1974: 


1961 by Act of
order on pilot basis; 6,489 volunteers,4,887 volunteer-
Congress; Public Law trainees89-293; 1972 by (37.5% female;
Amendment (P.L. 92- 24% married) 
242) m erger intoACTION 

ACTION19% 

1971 by Resolution 135
No. 2659 of the U.N. (17% female) 

General Assem bly as 
hefessional itinan ffcean Office within thenProgramme (UNDID).U.N. Development 

21-67 
Average: 26.2 

2 0-over 50; 

Average: 27.3 

over 21 

jo 

2% elementary 

6% lower tech. 

14% secondary/ 


technical
 
te cl 

24% post-second.! 
24% masters degrees 
8% doctoral degrees 

67% Bachelor of Arts 
i0% Masters of Arts or Science 

1% Registered Nurses 
2% Associate degrees 

(Community 
Co lleges) 
Colleges)No degree. 

completed general, 
technical or pro-
e cn al orupro-

education. 

1 Director 
130 Staff 

1:4fe) 

" 

1974: 

1 Director 
570 Staff 

1:9 

1 Coordinator 
16Staff 
1 :So 

i1:0.7 (h) 

$15,750 -(f) 

$12,450.-(g) 

$ 8,111 _(i) 
0 

< 
0 



Explanations for Table 55: 
a) 	 The Frenchspeaking Foreign Volunteer Service Universitaire Canadien Outre.Mer

(SUCO) operates under the same Act of Incorporation, Board of Directors and one
overall budget. Each service has an Executive Director appointed by the Board of
Directors; the Headquarters of CUSO is in Ottawa, that of SUCO in Montreal.

b) Same as Canadian Dollars; includes 59% cash requirements of which 65.5% are from
governmental grants, 4.0% private revenues, and 	 35.5% host country Support ,supplies and services provided in kind; included in the total cost per volunteer man. 
year are also costs for financial projects which make up 10.9% of the total budget.

c) Exchange rate: USS1.- = Dkr 6.05. Budget is based upon the costs of 310 volunteer 
man-years, funds are provided by the Danish International Development Agency
(DANIDA) to Mellemfolkelight Samvirke. Excluded from the budget and costs Per
volunteer man year are DUU administration and staffing (overhead) which are part
of the Mellemfolkelight Samvirke appropriations from the Ministry of Foreign
Affairs. Therefore, cost are not comparable with those of CUSO, DED. =d) 	 Exchange rate: US$1.- DM 2.50; based on total budget of DM 34,376,604 of
which 3% are host country contributions and 97% governmental funds from theMinistry of Economic Cooperation (BMZ). In addition, in some cases host countries
provide in kind contributions; work equipment, housing, free transportation to work,
medical care. Excluded from budget are contributions to UNV Special Voluntary
Fund. 

e) Estimate, see Volume II Page 239.
 
rate: =
f) 	 Exchange US$1. F1.2.6; costs exclude contributions to the Special Volun. 

tary Fund of UNV (Fl. 300,000.-) and to a Nigerian Hospital (F1. 700,000.1,
but otherwise all service costs are included. Contributions of Host Countries aie
estimated at 1.2% of the total budget, whereas 98.8% of the revenues come from 
the Ministry of Development Cooperation.

g) All PC 	 Costs, including share of ACTION agency-wide costs and sponsorship of 23
volunteer man-years to UNV (average $3,739 per volunteer). Included also are
Title III funds for Special Voluntary Fund of UNV or support of other national orinternational volunteer programs. 95.1% of revenues USare Congress appropria.
tions, 4.9% represent contributions of host governments.

h) Excluded is field staff from UNDP Representatives Offices which serve on UNV 
behalf but are not on its payroll.

i) Based on UNV/UNDP approved budget, pro forma volunteer in country costs and
volunteer pre-service and ieturn costs reported from sending organizations. Excluded 
are expenditures which occur in the UNDP Country Representatives Office or the
project, such as: project programming, volunteer work supervision and support,
project transportation and work equipment. 

1. Legislation, Supervision, Leadership 

Most Foreign Volunteer Services derive their authority not from one 	but from a set of legal
arrangements which consequently affects the supervisory and leadership functions: 

(a) 	 Act of Legislature: US Peace Corps, United Nations Volunteers, Danish
Volunteer Service with respect to acceptance as national program 

(b) 	 Incorporation as a non-profit institution according to civil codes with partici
pation of the Executive Branch of Government as one of the constituents: 
DED/Germany, SNV/Netherlands 
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(c) Incorporation as a non-profit institution according to civil codes with non
governmental constituents only: CUSO and WUSC/Canada, DUU/Denmark.
Contracts with the Executive Branch of Government exist for provision of 
financial support. 

Most FV Services are financed from governmental sources either totally or to a significant
degree. Exceptions are the non-governmental services in the United States which are sponsoredby churches, businesses or private foundations and can afford to send volunteers abroad with
out governmental help. 

Only CUSO, WUSC and DUU have a membership structure and derive their authority frommembers-they are services of volunteers. All other FV Services are programs for volunteers
which derive their authority from supervisory bodies. 

As can be expected, this complex legal structure affects the distribution of authority betweenthe supervision and leadership. Table 56 provides abrief review of distribution of author,,y. 
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TABLE 56. AUTHORITY 


Organization 

1 
CANADA: 

-CUSO 

-WUSC 

DENMARK DUU 

Membership 

2 
-Local Committees at 


degree granting 


institutions. 


-Individual members 

-Individual members from 
post secondary educa-

tional institution 

Institutional members 
related to post-secondary 

ed. & international 

development 


Sinc. 1974 membership 

open to all who concui 
with goals of Melemfolke-

light Samvirke (MS) Ten 
members appoint one 

member to th., Council 

IN FOREIGN VOLUNTEER SERVICES 

Supervisory 

3 
-Board of Directors; 10 


elected by members, 6 


appointed. 1 elected 


chairman 


-Canadian International 

Development Agency 


(CIDA) Approval of 

Budget, funding, financial 
reports. 

-National Committee 


(Board of Directors) of 


16 members elected bi 

Annual National 
Assembly of members 

-CIDA: Approval of 

Project budget, tunding 


financial reports, 

-Council elected by 

members, elects Board 
of Directors of MS 

-Board of Directors of MS 
principle legal authority 

of DUU: 

-Cooperation Committee, 
3 members each from MS 
Board and Danish Intei-

national Development
 
Agency (DANIDA) for
 
project olio(.y & linncial
 

suoel v~sori'1 
--[LJUL Co.-1 11--. qJulde,)l.u -'leal UOrt'.i~ltl$&L oo ' 

ijL, .1pice 0.. 

Distribution of Authority
 

Advisory 


4 

-

Executive 
Leadership 

5 
Executive Director 
appointed by Board of 
Directors 

General Secretary 

appointee by National 

Committee 

-Secretary General of MS 
appointed by Board of 
Directors 

-- Executive Director of 
DUU is r.:'d of DeparI. 

ment within MS; 

employed with consent 
of Board of Dr,'.ctors & 

Cooperation Committee 

Volunteer Participation
in Dcision-Making 

6 
-Membership: individual 

& local Committees 

-2 appointed to Board of 
Directors by volunteers 

-Recruitment & training 
of volunter candidates 

-Project planning & dis

cretionary financial 
assistance 

-Development education 

in Canada 
-Members. National 

Assembly 

-Members on National 

Committee 
-Development education 

in Canada 
-Promote Importation of 

products from developing 

countries. 
-Members of MS 

-Elect Council 
-Elect Board of Directors. 



GERMANY DEL6 
-Assembly of 2 share3holders. Working Group 
-Learning & Helping 
Overseas" INGOs) & Ge,-
man Government repre. 

sented by Ministry of 
Economic CooperationIMZ)-Council elected by share 

21963-69 2 equal Executive 
Directors; 1969.74 One 
Executive Director, one 
Associate Director; Since 
1974 one Executive 
Director; all appointed byCouncil with consent ofAssembly & Ministry of 

-3 members of Council 
-General Assembly of 

volunteers & staff in host 
country 

-Participation committee 
in host country-Annual Regional Confer.ence of volunteer & DED 

holders 4 reps. from Gov. 

ernment, 4 reps. fromWorking Group (NGOs), 
3 from political parties, 

Economic Cooperation. representatives 

-DED General Assembly 
(Staff Conference) 

3 returned volunteers 
-One member on arbitra. 

in Board (o total of 3) 

(elected by volunteers) 
-BMZ approve$ budget. 

prolects. hiring of top 

SNV NETHERANDS:equipment. personnel, purchase of 

-- SNV Bestuur (Board)
6 reps from NGO's: 5 reps One Executive Director 

from Ministry of Devel. 

opment Cooperation 

approves Project
countries,projects, pro. 

appointed by Minister of 
Development Cooperation 

%% .thconsent of SNVBestuur 

-2 members of SNV 

Bestuur 

-New regulations for volun. 

teer participation underconsideration. 

vides funds, contracts 

"olunteers and staff. 
-Foreign Relations Com 

mittees of Senate and 

House oversight authori. 
zatlon of funds 

-APPropriation Committee 
of Senate & House to 

National Volunteer Service 
Advisory Council of 

ACTION. Sub-Committee 
on . ternational opera-
tions, no volunteer rep., 
individuals apoointed by 

Peace Corps Directors from 
1961-72; Since merger with 

ACTION. PC Director be 
came Associate Director 
for International Opera

tionated bOpthe 

-

-The Secretary of State 

responsible foi continu 
Pres dent ith consnt of 

UNITED NATIONSVOLUNTEERS 

Ous supervision and 
direction of PC in accord. 

Act 

UNPGoverning 
UN oP Govern ng Consideration of in 

rCouncilof 48 UN member countiy advisoiy groups. 

o~vernment,no volunteei ,, 
-The Administrator ofUNOP is also Adm. of 

0. 

3 
or %'Oluntee' service rep. 

UNDP Goierninj Counc,i 
UNV; 

- Coordn3to. 04 UNV W 

reports vilj tle Economic &Socil lCo uncil (E CO SOC 

d-111SVC1 i!iaj Ci- iiiiit,,. t,) 

h'UNGen"er;%! Assemb 
('w 

daLs rttd t." th, 

A dm nlistr eatc,t U N D P 



Table 56 reveals some interesting features of authority, supervision and leadership in ForeignVolunteer Services which significantly affect the performance and achievements of these
organizations: 

The Canadian services demonstrate a strong membership basis which is reflected not Only intheir form of legislation but ato in a significant participation by volunteers in decision-makingAs all FV Services, they need governmental funds for their overseas program, but CIDA',role is restricted to a low key financial oversight through budget approval and acceptance ofannual financial reports, CIDA is not represented on any of the bodies of CUSO or WUSC.The Executive Directors are independent individuals appointed by the Board of Dircctors.Both Canadian organizations are truly services of volunteers. 

The Danish service has-together with its parent organization Mellemfolkelight(MS)-changed Samvirketo a membership organization. So far, the new volunteer/member role affectsonly the cumpo;riun of MS supervisory bodies, but not to any significant degree the DIJLUsupervision or other participatory provisions. DUU's supervisory structure is complex. Thepower that most significantly affects DUU operations is delegated to the Cooperation Corn.mittee. Since all funding comes from DAN IDA, their Committee representatives have astrong.er position than MS members so far as project policies are concerned.legally While DUU now isa service of volunteers, because of the supervisory structure, de facto only a servicefor volunteers is permitted. 

The German Volunteer Service probably provides the most interesting example of dichotomousauthority. The service rests on two-often incompatible-pillars of authority. Legally DED isnot a membership organization. However, through a rather lenothy process of policy discus.sions with volunteers and staff, in 1973 the Executive Director issued regulations for participa.tion in decision-making (see Compendium No. 24, Volume II) which were approved by theCouncil and de facto assign membership functions for volunteers (see column 6 of Table 56.
In this respect DED 
 is a service of volunteers. However, strong dependecies exist on t'heMinistry of Economic Cooperation which finances DED, represents the governmental share.holder in the Assembly and is therefore the most powerful of the four governmental repre.sentatives on the Council. The same Ministry, via agreements and financial regulations, not
only approves the budget but also the hire of top personnel, individual projects, purchase of
equipment, etc. Finally, of the 11 DED Executive Directors between 1963 to 1975, 6 (or more
than 50%) were and are permanent civil servants on leave from the same Ministry of Economic
Cooperation (BMZ) which has the most supervisory power. This structure of authority renders
virtually nil the non governmental role within DED, 
 and de facto makes the service an agencyof the BMZ. Regarded from this angle, DED isa governmental program for volunteers. Insucha situation all depends upon a strong and independent Executive Director who is able to co.
operate with both the volunteer decision-making bodies and the Council. Cooperation will also
depend on: the composition of the Council, the extent to which the non-governmental representatives keep a balance between those representing governmental agencies, and-last but notleast-the relationship with the Chairman of the Council. As will be demonstrated later on thisstructure of authority affects all areas of operation of DED and has significant impact on its
performance. 

The Netherlands volunteer servire-though structurally somewhat similar to DED-is, in fact,more clearly a part of the government. This is reflected in the supervisory-and actual executive-functions of the GeneralDirector of International Cooperation (column 3), and tneabsence of a significant participation in decision-making on the part of the volunteers. TheExecutive Director is a civil servant of the Ministry of Development Cooperation. SNV isalso a service for volunteers, rather than of them. 
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The US Peace Corps is a governmental agency by legislation, funding and program execution.There is no participation of volunteers in the decision-making; it is a service %,rThe only private participation in some volunteers.form of authority is through the National VoluntaryService Advisory Council which reports to the President. Individuals serve at the discretion ofthe President. So far, volunteers have not been appointed to the Advisory Council. The PeaceCorps Director is appointed-with advice and
Associate Director 

consent of the Senate-by the President asfor International Operations of ACTION.ACTION He reports to the Director ofwho has the ultimate leadership authority of Peace Corps. This shift of leadershipauthority from the Peace Corps Director originates in the 1972 Amendment of the PeaceCorps Act, which effectd the merger into ACTION. There is no doubt that this shift of authority has weakened the Peace Corps in its independent decision-making and program operations.However, being under one umbrella with a broad range of domestic voluntary services, PeaceCorps has also gained opportunities for program cooperation and volunteer exchange withother countries that no other Foreign Volunteer Service can offer. Therefore, the merger ofDomestic and Foreign Volunteer Services into ACTION, in principle, isan asset, which makesthis organization better prepared 
to respond to future needs, and better prepared
Foreign Volunteer Services. The question than otheris, whether the authority betweenDirector and the ACTIONhis Associates for International and Domestic Operations has been allocated sothat each service can develop its own profile and use its full potential in the light of today'sand tomorrow's needs. It is too early to give a complete answer to this question but it seemsthat the more equally the authority is distributed betweenand Domestic the Directors for InternationalOperations and the ACTION Director-the latter being in fact a "primuspares"-the more intereffectually will all the ,;omponents of the ACTIONrecent studies suggested that Peace Corps be taken 
agency perform. Some 

out of ACTION and set up again as anindependent agency. This, it seems, would be a backward step, anpast experience. A Peace Corps oriented 
effort to recapture a good

to the future should remain a part of ACTION, butwith a redistribution of equal authority in the leadership. 

The United Nations Volunteers is the other example of a solely governmental agency, thistime with an international structure. Here the member governments of the United Nations who
are the ultimate authority have delegated 
 the supervisory powerCouncil. The Council is composed of U.N. 
to the UNDP Governing

member governments represented by their Ambassadors or designated governmental officials. At UNV hearings there are no experts on voluntary services designated by member governments to serve in their delegations or advise on theissues. Only occasionally it happens-for example withAmbassador Denmark, the US or UK-that theor a member of the delegation is well familiar with volunteer services. Taking into
account that the overall time allocated for UNV hearings seldom exceeds 4 
 hours per year inthe UNDP Governing Council, the supervisory functions are reduced to a minimum. Since theconsequent hearings on UNV in the Economic and Social Council and the Second Committgeof the U.N. General Assembly are more orby the UNDP Governing Council, 
less reduced to confirming resolutions and reportsadditional supervisory function is added.no 

This is nowonder since no new authority is introduced-more or less the same governments (and oftenthe same officials representing their governments) conduct the hearings in all three U.N.
bodies. New authority would be introduced into the UNV, if provision were
Te sting or in new made in thebodies for volunteer participation in the UNV decision-making process.The same would be true if advisory councils in project countries and for the overall UNV wereestablished and designated to guide project policies and operations and report annually to theUNDP Governing Council. Thus a new dimension of advice and feedback would be added tothe current one-sided reporting from the executive branch to the one UNDP supervisory body. 
There is no doubt that the current vacuum of authority and participation is one of the majorWeaknesses of UNV resulting in disinterest, lack of direction and support. It leaves the UNV 
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Coordinator largely on his own and the service exposed to the whims of U.N. politics. UNV isthe only multi-national service for volunteers rather than of them. 

This analysis reveals that the earlier described types of legislation in fact determine authorit,
and leadership in the following manner: 

* Governmental FV Services (Peace Corps, UNV) keep their authority andleadership in the excutive branch and have difficulty in permitting citizen
volunteer participation in decision-making; 

" Non-governmental FV Services in Canada derive their authority f om par.
ticipating members/volunteers and maintain the necessary relationsnip withgovernmental authorites in a manner which does not destroy their non.governmental nature and citizen-mobilization. Their leadership is iidepend
ent of government. 

* In contrast, the non-governmental Danish FV Service has currently a rela
tionship with governmental authorities, whereby the latter dominate projectpolicies and operations to such an extent that they-in fact-are governmental by nature. Therefore, volunteer participation has-in praxis-no effect on
the decision-making in DUU. 

* FV Services with a united legal structure (incorporated non-governmental,
with one constituency being the government), i.e. the Dutch and GermanVolunteer Services, are the most fascinating group. Their success dependsupon whether the governmental and non-governmental forces are kept inbalance. A tendency on the part of the government to dominate will destroyflexibility of a service, reduce efficiency and endanger citizen/volunteer
participation in decision-making. The lack of volunteer participation indecision-making will be self-defeating as it weakens the voluntary servicecomponent within government-the value cause-for which many services 
were established. 

2. Volunteer Resources 

The profile of volunteer resources is reviewed in Table 55, columns 3-5. 
The number of volunteers sent abroad is pretty much established on the basis of availablefinancial support. In other words, the costs per volunteer man-year and the total amount agovernment will spend on such a service determine the number of volunteers assigned abroadand not the needs or requests from developing countries. The initial optimism to send as manyvolunteers as possible to learn, help and demonstrate good will has given way to a more calcu.
lated and rational export program of technical assistance.
 

The United Nations Volunteers which originally planned to place 10,000 volunteers throughmost U.N. Agencies finds itself limited to a few hundred highly specialized volunteers, widelyspread, among U.N. technical assistance projects. 

By the end of 1974 approximately 95,000 volunteers had served abroad since FV Services were established in the late 1950's. 
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The age range of volunteers is similar among sending services, with a minimum age of 21 yearsrequired for joining the service. Since the earlier years the average age of volunteers has increased from about 23 to an average of 26 years and above, due to the higher professional/technical
qualifications. 

The educational and skill background of volunteers in services -valuated is displayed in column5 of Table 55. Here too, as indicated earlier, the technical/professional qualifications havechanged considerably. In response to specific technical assisi'ance requests the overall educational level of volunteers is higher and more specialized.determines the operation of these services, the trend 
As long as technical assistance 

to the older and higher-qualified volunteer will continue, thus excluding many who would be capable of service. This one-sided trendtoward the specialized professional volunteer-which is not balanced by other forms of volunteer assignments-increasingly leads Foreign Volunteer Services into junior expert typeprograms. This direction is furthered by special provisions accorded to volunteers' second termassignments. The Dutch and the German volunteer services pay higher allowances to secondterm volunteers. In addition, the Dutch SNV awards higher positions as Technical Assistantsto second term volunteers. All of these provisions point to career development for international expert positions. But, as is happening with long-term foreign v uunteer assignments, theneed for the long-term expert also diminishes. Thus, the one-sidpi trend toward the specializedprofessional volunteer does not direct FV Services to an adjuStment to future needs, but awayfrom them. Volunteer assignments with 
would help to avoid such 

a broader range of educational and skill qualifications
a dead end street. A shift in priorities of the overall mandate-asdiscussed earlier-will achieve the broadening of thf, volunteer resource basis and change thecurrent profile of volunteers. 

Participation of Women and Married Couples 

In the past, by rule of thumb, about one third of the foreign volunteers were women. Withthe exception of the United Nations Volunteers, women's participation in the services evaluated ranges from 30-40% of the volunteers. 

Women especially fill jobs in the health, education and social services fields. Their average ageisslightly higher than that of men-as is also their experience in previous employment. 
As far as volunteer assignments are concerned there is no recorded discrimination against

Women.
 

Mainly, married couples meet the same conditions as do singles, i.e. both partners must satisfy
recruitment and selection standards and must be requested for the project. Occasionally, the
Professional qualifications of one partner-usually the man-are so important for a project that
the wife is accepted 
even though there is no immediate job for her. The wife must pass the
Personality qualifications and 
 she often finds satisfying tasksaCtivities. The Danish Volunteer Service and 
in community development

the US Peace Corps report the highest rate ofcOuples: 38% and 24% respectively. For the most part, married couples provide a stabilizingfactor to foreign volunteer teams. 
FV Services provide to 

Also, with the exception of the United Nations Volunteers,some degree for the care of children. This is especially necessary forthe older technicians and specialists who are assigned with their families. However, FV Servicescan only afford a limited number of volunteer families as the non-working members who mustbe Supported considerably raise the costs per volunteer man-year. 
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3. 	 Staff 

As with Domestic Development Services, adequate staffing is also a problem area for Foreign 
Volunteer Services. But the reasons why problems occur differ. 

In 	 general, countries with FV Services have a sufficient number of qualified professiona,, 
available for assignment. Also the career advantages of promotion, social benefits, pensions, 
etc., are usually compatible with those in other employment areas. The only problem
occasionally reported, is related to finding an interesting job after a term with an FV Service 
This difficulty, of course, occurs only for those staff members who are not career civil 
servants. The change back into other sectors of employment is difficult mainly for two 
reasons: 

Foreign Volunteer Services are still largely perceived, especially in continen
tal 	Europe, as a "not serious" business, as a nice outsider role, and therefore 
a staff position is not "srious work" that demands certain standards of 
professional performance. 

* 	 After an exciting assignment with an FV Service which challenged a pro
fessional in all his intellectual, mental and emotional capabilities, it is diffi
cult to find an interesting job in a governmental or business bureaucracy. 

The first indicates a lack of integration and acceptance of FV Services in the home society and 
the second confirms personal satisfaction on the job. 

Most staff is recruited according to regular civil service procedure and undergoes some form 0 
introductory period. But none of the services calls for the thorough selection procedure fol 
staff as for volunteers. Most staff is hired on the basis of written applications, references andi 
series of interviews. Peace Corps is the only service which conducts regular training for staf 
before they take up their assignments. All governmental sponsored FV Services apply civi 
service regulations and contracts for staff hire, or employ career civil servants or foreign servia 
officers (Dutch SNV, Peace Corps). UNV hires staff according to United Nations regulations
Peace Corps is the only service which maintains a time limit of 5 years for staff assignments 
The idea is to permit the influx of new ideas through staff turnover and avoid settling-in astafl 
career in volunteer service. The negative aspect of this policy is a certain discontinuity ol 
program effort and clearly a loss of memory for the organization of what previously has been 
done and learned. 

Table 57 provides a more detailed review of the staffing pattern of Foreign Volunteer Services. 
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TABLE 57 STAFF IN FOREIGN VOLUNTEER SERVICES 

Organization 
1 

Headquarters 
2 

Field 
3 

Total 
Staff 

4 

Educational 
Background 

5 

Staff: 
Volunteer 

Ratio 
6 

CANADA:
-CUSO 79 

(secretarial 
37) 

45(a) 
(secretarial 

5) 

124 University degrees in 
various disciplines; 
large portion former 

1:8 

-WUSC 12 
(secretarial 

n.a. n.a. 
volunteers 
University graduates; 
former volunteers 

n.a. 

2) 

DENMARK:
DUU 

11(b) 

(secretarial 
20(c) 

(supporting 
31(c) n.a. 1:9.9(c) 

3) 7+5) 
GERMANY: 
DED 157 

(54 admin.) 
43(d) 
(+33) 

200 Graduates from univer-
sities and post-second

1:4 

ary institution; some 
former volunteers 

NETHER-
LANDS:
SNV 42(e) 88(e) 130(e) Graduates from univer- 1:4(e) 

sities, post-second
ary education; civil 
servants of Ministry of 
Development Co
operation; some are 
former volunteers 

USA:
Peace Corps 152(g) 5 7 0 (f) 722(g) 125 Bachelor degree 1:9(g) 

126 Master degree 
16 Ph.D.
79 less than Bachelor 

UNITED 
~Foreign 

Civil Service 346 
Service 65 

NATIONS 
VOLUNTEERS 16 (h) 16 n.a. 110.7(h) 

(8 general 
services) 
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Explanations for Table 57:a) Of the 45 field staff, 12 serve in Regional Offices in Canada and 33 as CUSO field 

b) 	
officers in host countries; 2 of CUSO's Headquarters staff are foreigners.
8 executives with an estimated 3 secretarial staff members.c) 	 5 of the field staff are officers in regional offices plus approximately 5 secrearialstaff; 8 officers and 7 supporting staff conduct the Training Center in Arusha,
Tanzania. Total staff estimated.d) 	 In addition to the 43 field staff, 33 volunteer-secretaries assigned; of the totalare 
staff 9 are foreigners.

e) Estimates, based on data obtained from SNV.
f) Including 311 host country nationals from 48 countries (Foreign Service Local
 
Staff)g) Excludes overall ACTION staff involved in Peace Corps recruitment and staging ofvolunteers, and in financial and personnel administration.h) 	 Since 1975 UNV has 2 executives assigned in the field. Excluded is field staff Pro.vided by UNDP in project countries and overall staffUNDP involved in UNV
financial and personnel administration. 

From 	 this review two problem areas of staffing patterns FVin 	 Services are immediately 

apparent: 

" the significant number of field staff assignments, and 

* the high investment in administrative staff in some services. 
First, all FV Services maintain field staff in project countries or regions to furnish administra.tive and professional support to volunteers. In addition, most services provide some Portionof volunteer training in host countries that require training staff assignments abroad and thehire of host country staff. However, services differ in intensity and structure of their foreignpresence. While the Danish, Dutch, German, and US have completely staffed administrationsor representations abroad, which carry out a significant amount of management and adminis.
trative functions, the Canadian services maintain a low key staff presence overseas.
 

Second, the high portion of overall administrative staff in some 
to 	 FV Services isdirectly relatedthe earlier discussed problems of authority. Complex supervisory or leadership authoritynormally generates a larger number of guidelines and regulations, the need of clearing decisionswith many offices, and complex record keeping and reporting. A significant amount of admin.istrative staff is required to comply with that kind of authority structure. The staff:volunteerratio and the unit costs per volunteer are directly affected. 

The German Volunteer Service isa classical example in this regard since one third of the Headquarters staff is employed in the administrative division. This figure does not take into accountadministrative staff assigned to field offices and general services and secretarial staff in opera.tional divisions at Headquarters. To boot, the administrative staff iscomprised of hard workingpeople-kept busy by regulations which they must enforce. 
Another factor of authority which adds to the heavy staff overhead of the German VolunteerService is the far-reaching and structured procedure of volunteer participation in decisionmaking. While it is crucial for the democratic process within DED it also creates a staff timeload which is not directly productive in terms of technical assistance. It should be clearly con, 
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ceived as staff investment, not in technical assistance but in service-learning and citizen 
participation. 

The Canadian CUSO is a different case. Here, besides the volunteer assignments, the staff 
manages a fairly large program of financial assistance projects and of development education
activities in Canada. Therefore a staff:volunteer ratio does not truly reflect the efficiency of 
staff investment. The rate would be more favorable if only staff designated for the volunteer 
program could be accounted. 

The pattern of high staff investment in FV Services adds up 	to a low staff:volunteer ratio,
which is one indicator of service efficiency (the other is cost per volunteer man-year). Table
57, column 6, displays this ratio for the services under evaluation and confirms the opinions
stated above. Compared to a teacher:student ratio in technical education in Germany(00),
Services meet workshop training conditions (1:8) or average staffing ratios (1:10.2). 

FV 
Technical

education in classrooms is reported with a 1:13 teacher:student pattern-an efficiency current-
IVout of reach for FV Services. 

There isa third problem area of staffing pattern which is not immediately apparent from the
review of Table 57: the qualifications of staff. While their level of formal education and field
of study is sufficient and covers a wide range of disciplines, their skills and experience are 
sometimes not adequate. Among the problems: 

The professional staff hired from universities, NGOs, or business assigned 
to 	manage the service program in various sectors often lacks the necessary
management skilts including efficient budgeting, fund applications, record 
keeping, financial reporting, etc. As professional staff they need a minimum 
of management knowledge and skills in order to be effective and efficient. 
While most of them are excellent in their disciplinary field this lack of 
management skills has promoted the image that FV Services are haphazard
ly managed and not "really professional". It also has led to more dependen
cy on governmental authorities than necessary for orderly oversight. 

0 	 The other problem concerns the opposite end of the spectrum: the qualifi
cations of the administrative staff to serve in a volunteer service. In FV
Services most of the administrative staff come from a civil service career of 
finance or personnel administration. Some had an earlier distinguished career 
in other governmental departments and they have administered federal pro
grams before. But most of them had no previous experience with volunteer 
services, nor with agencies which are legally private, with the government
being but one consti'uent (DED, SNV). Administrative staff in a volunteer 
service requires-of course-the necessary knowledge and skills to adminis
ter governmental programs, and perhaps even more, the conviction and skill 
to keep the organization flexible, regulated to a minimum and serving thevolunteer rather than the bureaucracy. Most important, administrators 
should have the courage and skill to enforce regulations and laws in favor of
peoples' needs.

A fourth problem area of patterns concerns the participation of women in responsible roles.
While a third or more volunteers are female, often with responsible field assignments, mc:;c
female staff in FV Services is hired for lower positions. They perform secretarial duties and 

have lower grade officer assignments. None of the FV Services ever had a female director, 
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deputy director or country representative. In a very few instances women headed dePartrnen 
or offices within these services or had responsibilities as assistant legal counsels. It is hi 
area that FV Services deprive themselves of qualified staff and a creative involvement of 0ne 
sector of society which would have much to give to a volunteer service. 

In contrast to the problem areas there are two positive trends in staffing patterns of FV 
Services: 

• the involvement of former volunteers in staff assignments, and 

• the participation of foreigners. 

Former volunteers are increasingly a well experienced staff pool for FV Services, not because 
they were volunteers per se, but because of their professional qualifications which have been 
tested in this specific service environment. They know first hand what is needed. The Dutch 
SNV went so far as to create special Technical Assistant positions for former volunteer; assign.
ed to projects where they could provide a continuum in work performance. But it Can be 
argued that former volunteers are even more needed in policy and administrative positionst 0
strengthen the voice of those who are not "betriebsblind", i.e. blind to the short comings of 
bureaucratic patterns. 

Finally, the involvement of foreign staff as reported by the Candian, Danish, German and USForeign Volunteer Services is an important move to integrate the service in the host country.
Foreign staff is hired for training, volunteer support and administrative positions. Only the 
German Volunteer Service reports the assignment of a foreigner in a top level Position, as a
representative in one project country. By opening up the staffing pattern to more nationalities,

future cooperation between Foreign and Domestic Development Services will find a niew area
 
for partnership. 

4. Organization and Management 

The merit of organization and management of a Foreign Volunteer Service not only affects the 
quality of the service output and the costs per unit (volunteer man-years), but also the quality
of international relations. How an FV Service presents itself abroad and how it is perceived by
the host country is influenced by their organizational structure and management. 

Table 58 reviews the organization and designation of management functions in FV Services. 
Organizational charts of individual services are contained in Volume II, Compendia Nos. 21-26. 

Reference to Table 58 indicates three interesting items of organizational structure and delega
tion of management functions in FV Services: 

" the local basis at home 

* the field office in project countries in relation to Headquarters' functions 

• volunteer participation in management functions in project countries. 

The Canadian services are unique in organizational structure and delegation of management
functions. They are the only volunteer organizations, serving abroad, that retain a firm basis 
at home in local committees which participate in the management of the program. As pre 
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viously explained, they are composed of members of CUSO or WUSC and-through the Menibership Assembly-discharge their authority. This dual role of the Local Committees in constitutional and management functions is a major source of strength of the Canadian Services.It gives them independence and makes them less vulnerable to outside policies which mayinterfere with their mandate. 

The Danish DUU has local members but no organized bodies which could become involved inmanagement functions of the service. Of course, the membership provision was only intro.duced in 1974; it will be important for DUU's future whether local members can be organizedand share the management of the service. Because of this lack of a firm local basis, DUU hasnot been able to use its capabilities as an NGO but, in fact, remained dependent on governmental policies. 

Other FV Services have no basis at home at the local level-neither sending communities norcitizen groups are involved in the service. This lack of a home basis is a major weakness ofthese services which-for the most part-are heavily dependent on governmental support or areoutright governmental agencies. Not only did this federalism result in top heavy management(see discussion on staffing patterns), it prevented the services from fully developing theirinstitutional basis locally. This somewhat "free floating" existence makes it difficult to nurturepublic understanding of the services and in turn to help them to feed their experiences back tolocal communities-which is now called "development education at home". Finally, it alsoexposes FV Services to the whims of national politics, whether for or against their existence.There seems no doubt that organizations like DED, SNV, Peace Corps-and even UNV in hostcountries-would gain significantly as institutions and in their program activities, if they wouldestablish a home basis in local communities and citizen groups. 

Second, as fully as possible all FV Services delegate management functions to the field wheredecisions can be made closer to the project realities. However, since these services operateunder different provisions for decision-making authority and administrative regulations, theprinciple of "close to field" is executed in varied manner. This is reflected in the staffing
pattern for field management functions: 

Organizations 

Average Number 
of Staff in 

Field Offices 

Field 
Staff:Volunteer 

Ratio 

CUSO 
DUU 
,'DED 
SNV 
PC 
UNV 

*Estimates 

1.3 
2.5* 
3.2 

17.6* 
8.4 
n.a. 

1:29.7 
1: 9.6* 
1:11.3 
1: 6.1* 
1:11.4 

n.a. 
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K) TABLE 58. ORGANIZATION AND MANAGEMENT IN FOREIGN VOLUNTEER SERVICES
00 

Management Functions 

Regional I Country Local 

Organization Headquarters At Horne Abroad At Home Abroad 

1 2 3 4 5 6 

CANADA
-CUSO Ovei all management; final 5 Regional Offices to serve 26 Field Ofiices in project 60 Local Membership Host country project 

selection & placement of Local Committees. countries: project identi- Committees: volunteer agency/community super
volunteers; volunteer & fication, volunteer support, recruitment, selection vise volunteers' work. 
staff support; direction of management of discretion- preparation; development 
financial project abroad; ary financial projects. education, fundraising. 
development education 
at home; fundraising; 
membership support. 

-WUSC Membership support. 47 Local Committees on Host country project 
fundraising, management campuses conducting do- agency/community super
of volunteer projects mestic programs; recruit- vise volunteers' work. 
abroad; development ment & selection of 
education at home; volunteers. 
financial assistance abroad; 
recruitment & selection 
of UNV volunteers. 

DENMARK: 
DUU Division in Mellemfolke- 4 Regionai Offices in East Local members, no Host country project 

light Samvirke; Public in- Africa: volunteer place- management functions, agency/community super
formation; volunteer ment & support, project vise volunteers' work. 
recruitment, preselection. identification & planning 
training liaison, manage- 1 Training Center in 
ment of contracts ard Arusha/Tanzania: training 
finances, of volunteeis. 

GERMANY: 
DED Overall management re- -Volunteer Training -24 Field Offices in Host country project 

cruitment, selection, train- Centers in Wachtersbach project countries: volun- agency/community super
ing, placementof volunteers and Berlin. teer support, DED field vise volunteers' work. 
project planning & support, -DED General Assembly: administration; in-country 
public information; govern- 9 field staff, 9 Head- training: 
ment & international quarter staff, 2 volunteers -General Assembly of DED 
liaison, management of in training, 4 volunteers volunteers & staff in each 
contracts an,! fi,.aices, electeJ by regions, 3 host country; 
evaluation, former volunteers elect - I.artcoalfon Committees 

_.- _ 

ed by exvolunteers 

- J 
oi 4 volunteer, & DE. 
representati-,

-An,,t..i A. Oni ----- ____ 



NETHERLANDS:SNV 

USA:PEACE CORPS 

UNITED 
NATIONSVOLUNTEERS 

Office located within the 
Ministry of Development 
Cooperation; Overall 
management of recruitment. 
selection, training of volun-
teers; project policy; pro. 
gramming & support, 
planning & evaluation. 
international & financial 
affairs. 

Office of International 
Operations within 
ACTION 

Office within UNDP. 
Geneva, Switzerland 
volunteer recruitment & 
pre-selection training 
arrangements; project 
approval; liaison to develop-
ment services. U N. 
Agencies 

Volunteer training at 
Tropical Institute. 
Amsterdam. 

27 Regional Offices for 
volunteer recruitment for 
overall ACTION 

Agreement with develop 
ment services in U.N. 
member countries to 
recruit and oreselect volun. 
teer training (industrialized 
r"nuntries only), readjust 
nent support 

-5 Field Offices for 
project identification & 

assignmnt preparation; 
volunteer support, in-
country training & 
administration; 

-5 Regional training sites 
(Benin Tanzania. 

Phiippnes. Bo via
 
Brazil) 

68 Field Offices in project 
countries for project 
identification & placement 

preparation, in-country
training, volunteer support 
administration; special 
prolect support 

-- UNV Liaison Uffice at 
UNDP. New York 

-UNDP Country Rep-
resentatives in project 
countries, arrange project 
agreements with host 
country & final selection 
of volunteers, supervise 
ri-countrV training;
Provice volunteer support 

- U N. Specialized Agencies 
identify volunteer pro
lects & request assignments through host
 
country. participate in 

volunteer selection & 

training. 


-- Host country project
agency/community super

vise volunteers work.
-Technical Assistants pro

vide project continuity; 
-Technica; experts 

strengthen administration 
of project. 

Host country project 
agency/community super
vise volunteers' work. 

U.N. Specialized Agencies 
supervise volunteer work inproject countries. 

0 

0_ 
CZ 

F; 
CD 

CD 



Taking into account that all volunteers in FV Services are supervised during their work assigments by host country project agencies or communities, the field staff is primarily concern,with an extension of Headquarters' management and administration as they bear on each Prject country. This is confirmed by the fact that the actual management functions delegatedthe field differ little among FV Services. The following features stand out: 

CUSO's high volunteer ratio per field-staff member indicates that many management functio,are either directly carried out between Headquarters and volunteers or are delegated to thenThis approach avoids a high administrative build-up and permits an effective low key organiztional profile in the field. Apart from volunteer assignments and support, CUSO volunteers anfield staff also have authority to decide and manage discretional financial projects for loccommunities up to $500.- per project. 

The Danish DUU maintains only minimum functions at Headquarters and has delegate,extensive management obligations and decision authority to Regional Offices and the Arush,Training Center. However, since DUU operates only in East Africa-and not in other regions 0the world as other services do-its less favorable staff:volunteer ratio indicates that management functions and authority remain with the staff and are not delegated to volunteers. 
The German DED is the only FV Service which has formally established bodies for participation in decision-making in project countries: 

* 	 the General Assembly of volunteers and staff in each project country ischarged with development of principles for volunteer assignment, projectcriteria, decisions regarding continuation of DED Program, election and dis
charge of Participation Committee 

* 	 the Participation Committee consisting of up 	 to four volunteers and theDED country representative carry out the task of the General Assembly be
tween meetings 

0 	 Annual Regional Conferences with volunteer delegate andone 	 the DEDrepresentative from each project country participating are charged with project coordination within the region, project priorities, preparation of topicsfor the DED General Assembly, election of delegates to this Assembly, and
exchange of information between Headquarters and the Regions. 

This organizational structure formalizes the delegation of authority and management functionsto volunteers and staff-a crucial feature of participation for a service heavily dependent ongovernment. It also requires staff and volunteer time-which is well spent. But, with arigidly
regulated financial administration field the
in the it produces unfavorable staff:volunteerratio-even though DED conducts less in-country training than the Danish or US services. 

The high investment of staff functions in the field on the part of the Dutch SNV isrelated tothe upgrading of former volunteers as Technical Assistants to successive volunteer groups tWsupport them and provide continuity in work performance. In addition, Technical Experts areassigned to local projects "to strengthen the administrative and management capacity 01projects". Like DED, SNV maintains a Headquarter-centered administration with the fieldstaff an operative arm of this function. All of this is reflected in the narrow staff:volunteer
 
ratio.
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1he Peace Corps' low staff:volunteer ratio is produced primarily by a larger involvement in 
volunteer training which is now conducted solely in developing countries. No management 
functions are delegated to volunteers and-as with others-the field staff is the extended arm of 
Headquarters' administration. Apart from their management functions and their different 
levels of dependency on Headquarters' decisions, the field staff:volunteer ratio of DUU, DED, 
SNV and Peace Corps indicates a strong institutional control equivalent to technical educa
tional programs-where the teacher:student ratio ranges from 1:8-13. It seems that such a staff 
potential in the field could-without much difficulty be changed fiom technical assistance to 
joint service-learning assignments. 

However, as it stands now, the current organizational structure and delegation of management 
functions for all but the Canadian services result in fairly costly operations and hinder more 
than help the integration of the service in the host country society (see also Chapter 11). 

5. Costs and Funds 

The Program Inputs of authority, leadership, people (volunteers, staff), organizational struc
ture and management functions finally determine the costs and funding of Foreign Volunteer 
Services. It is evident from the previous discussion that these services rely on governmental 
funding. Since they all originate in industrialized countries, the overall living conditions and 
purch2sing power of currencies do not affect their different costs to a significant degree. 
Rather, costs are determined primarily by: 

" 	 differences in policy concerning the living standard afforded to volunteers. 

* 	 differences in project policy and programs concerning heavy equipment and 
financial assistance. 

, 	differences in staffing patterns and consequent staff:volunteer ratio. 

Table 59 reviews overall budgets and sources of funding of FV Services. 
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TABLE 59 BUDGET AND FUNDING OF FV SERVICES 

__Organization 


1 

CANADA:
 
-CUSO 

-WUSC 

DENMARK:
 
DUU 

GERMANY:
 
DED 


NETHERLANDS:
 
SNV 


USA:
 
Peace Corps 


UNITED
 
NATIONS
 
VOLUNTEERS: 


SAnnual-Sources of Funding inCash and Kind
Budget 

US$ 

2 

1973-74(a) 

8,037.300 

1973-74:(c) 
318,235 

19 73 : (d) 

2,699,520 

1973:(e) 

13,750,064 

1973 (f) 

8,512,413 


FY 19 74 :(h) 
80,792,200 


1973 :(k) 
1,095,000 

Government 
US$ 


3 

4,861.300 
60.5% 

240,700 
75.6% 

2,699,520 

100%
 

13,709,800 

99.7% 

8,501,904 

99.8% 


76,865,000 

95.1% 


ULNDP: 
409,600(l) 

37.4% 

Non-government 
US$ 


4 

324,400 
4.0Yo 

77,535
 
24.4%
 

_ 


(432,526)(i) 


Volunteer Organ 
izations, Special 
Voluntary Fund: 
280,400( I) 

25.6% 
________29% 

Host Country 
US$
 

2,851,600(b)
 
35.5%
 

n.a. 

40,264
 
0.3%
 

Work equipment,

housing, transpor 
tation, etc. provided
in kind in some 
instances. 

10,509(g)
 
0.2%
 

3,927-200(i)
 
4.9%
 

IPF/UNDP Pro 
gramme Reserve: 

405,000(I) 
37%; of which IPF 
only approximately 

Explanations for Table 59: 
a) Budget Year: April 1, 1973-March 31, 1974. Annual Budget includes: $436,100.for discretionary and major financial projects; $51,300.- for Project Contracts tron

CIDA managed by CUSO. 
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b) 	 Host countries cash contributions and estimated support in kind (work materials,
housing, ransportation, etc.).
c) Inclhdes a $255,154 contribution to World University Services' Geneva 
 Headquartars for financial assistance projects to developing countries and Headquarter 
expenses.


d) Budget Year equivalent to Calendar Year. Exchange 
 rate: US$1.- = DKR 6.05.Annual Budget excludes costs for DUU administration (overhead), including personnel, which is part of the Mellemfolkelight Samvirke Budget and cannot be identified 
separately.


e) Budget Year equivalent to Calendar year. Exchange rate 
US$1.- = DM2.50. Annual 
f) 	

Budget does not include contribution to UNV Special Voluntary Fund.
Budget Year equivalent to Calendar 
Year. Exchange Rate US$1. = F1.2.60. AnnualBudget includes $115,385 contriLution to UNV Special Voluntary Fund, arid$269,230 Financial assistance to a Nigerian Hospital.g) Estimate; some host countries contributions are provided in kind.h) 	 Fiscal Year 1974: July 1, 1973-June 30, 1974. Amount represents actual expenses,including $'i00,000 Title III multilateral grants consisting of contributions to UNVSpecial Voluntary Fund, ISVS multilateral activities, support of Domestic Develop.
ment Services in developing countries, etc.i) 	 School partnership program, is not 	included in Peace Corps Budget. It is a financialassistance program to local communities in which 	Peace Corps volunteers work,funds 	are raised from private sources in local communities throughout the U.S. andare transferred directly overseas primarily for building schools.J) 	 Includes estimates of services provided in kind.k) 	 Annual Budget excludes expenditure tor project programming; volunteer supervision, working equipment and vehicles paid for by U.N. Specialized Agencies or the
UNDP Representative's Office in the host country.I) UNV Sources of funding include: 
* 	 UNDP Budget for UNV Offices in Geneva, New York, and field staff* 	 Volunteer sponsoring organizations in industrialized countries and theSpecial Voluntary Fund for volunteers from developing countries to 

UNV 
pay forvolunteer pre-service (recruitment, selection, training, international travel) andreturn costs (international travel, readjustment allowance)* 	 Indicative Planning Figure funds and UNDP Programme Reserve (only for least

developed countries) pay for volunteer in-country costs. 

It is evident from the explanations 
Some 	

to Table 59 that the Budgets cover different cost items.include only volunteer assignments and related costs 	 (DED), some exclude parts ofadministrative overhead (DUU, UNV), some also include financial projects (SNVCorps), and finally some 	 and Peaceinclude financial projects and development education at home(CUSo, WUSC). With this in mind, Table 	59 portrays a wide variation in budgets which is notdue to large deviations in purchasing power of currencies but to differences in policy andefficiency of management. The Table also confirms earlier assessments that the private Canadianservices are less dependent on governmental support than the private Danish DUU. Not surpris.ing is the close to 100% governmental funding of DED, SNV and Peace Corps. It is estimatedthat host country contributions to DED and Peace Corps are about equal, if one takes intoaccount that the higher Peace Corps percentage stems from assigning a cash value to contributions received in kind, which is not the case for DED.assigned a cash value 	 On the other hand, the Dutch SNVto 	contributions in kind, 	but their host country participation is stillsignificantly lower. 
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Organizations 

1 

CANADA: 
-CUSO 

-WUSC 

DENMARK: 
DUU 

GERMANY:
 
DED 

TABLE 60 VOLUNTEER ALLOWANCES IN FOREIGN VOLUNTEER SERVICES 

Other Volunteer Payments and Living Arrangements 

Other Allowances Accident! 
LivingAllowance 

per volunteer Housing Vacation Readjustment Health 
Liability 

Life 
US $ US $ Us S US $ Care Insurartce 

2 3 4 5 6 7 

Equivalent to Sometimes - Yes Life 
national provided by only 
counterpart(a) hosts 

n.a. n.a. n.a. n.a. n.a. n.a. 

Monthly 3 weeks per Yes Yes Yes, 
remuneration year & al three 
adjusted to allowance. 
U.N. schedule 
of Post Quali-
fications.(b) 

Between S172- Free; some- 2'/, days per S120.- per Yes(e) Yes (e ) 

S379 per times provided service month; month of 

Other
 
Arrangements
 

8 

n.a. 

Clothing & 
settling-in 
allowances; 
work equip
ment; some
times vehicle (e) 

S520 settling-in 
allowance; work 

month(c) by host S180 per year. service.(d) equipment;Ssometimesvehicle.(
e ) 



NETHERLANDS:
 
SNV 	 S165 per month Provided by 1/ days per S135 per Yes Yes S325 settling in
 

plus cost of SNV or hosts service month month of allowance; work
 
living adjust- plus allowance service. equipment;
 
ments. vehicle.
 

USA:
 
Peace Corps Average S152.- Sometimes 22 days per $75.- per Yes(f) Yes S171 settling-in
 

per month. provided by service month month of allowance;
 
host. plus average service. average S1 19
 

S216 per year. per volunteer a
 
year for supplies
 
and equipment.
 

UNITED
 
NATIONS
 
VOLUNTEERS: Monthly living Free simple 21/2 days per Yes Yes -Installation
 

allowance de- housing. month. 	 grant; 

pending on 	 -Supplies, 

cost of living 	 work, 

index, 	 equipment. 

Explanations for Table 60: 
a) Major part of volunteer living allowances paid by host country project agencies. 

b) Remuneration paid monthly "at a level which will place all DUU volunteers serving abroad on equal footing". 

c) 	 Amount depends on the cost of living index of project country issued by the Ministry of Interior for foreign assignments;
 

living allowance is tax free, housing and utilities are provided free of charge.
 
Volunteers who receive special project assignments as coordinators receive an additional $120 per month above the basic
 o
 

living allowances. 
d) 	 Volunteers who have successfully completed one term and are assigned for a second term of service receive $200 re-adjust- ,3 

ment allowance per completed service month. < 

Volunteer coordinators receive $160 re-adjustment allowance per month of service. 
e) 	 Volunteer contracts of the DED (and NGO's sending volunteers abroad with governmental support) are regulated by the 

Volunteer Act (Entwicklungshelfer Gesetz) of June 19, 1969. The law regulates health insurance, liability, disability, life 

insurance, relief from military service, re-integration at home, etc. 
f) Peace Corps maintains own health service whiie others provide health insurance and/or contract with local or other inter

national doctors. 
All FV Services provide international travel and shipment of belongings up to a certain weight free of charge. 
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CUSO takes in a sizable contribution from host countries, apparently for two reasons: 

Initially CUSO volunteers were assigned only if the host project agency 
would pay the full volunteer costs at a level equivalent to their own salaries. 
Only later did CUSO change this policy to pay part of the volunteer in. 
country costs. 

* Th. living allowances remain low and equivalent to national counterparts 
even though CUSO is now paying part of the volunteer costs. 

The 	 United Nations Volunteers have a complex funding structure which is clearly a co. 
promise between governments and voluntary agencies which were interested in the creation o 
UNV. This funding structure hampers the growth and the full development of UNV's Capabili. 
ties in two respects: 

0 

1. 	 The fact that sponsoring organizations in industrialized countries finance 
volunteer pre-service and return costs places recruitment for UNV secondary
only to the organization's bi-lateral volunteer assignments. Volunteer spon.
soring organizations spend an estimated $4,000.- per UN volunteer compet.
ing with about the costs for a half year bi-lateral volunteer assignment. 

2. 	 The in-country costs of UN volunteers are financed out of Ir.dicative Plan
ning Figure funds allocated to each country for all U.N. financed projects
and based on overall country programmes. The host countries, of course,
decide on what portion of the total funds they wish to spend for volunteer 
manpower. Here the UN volunteer competes with the experts whose 
average costs are considered ten times higher than those of UNV's ($30,000:
$3,000). This is the reason why the argument of the "cheaper expert"
played such a role in making UNV acceptable. The other problem is that 
bi-lateral volunteers are provided free-or almost free-without bearing on 
IPF funds. Here UNVs compete with bi-lateral foreign volunteers for poten
tial volunteer jobs. Exceptions are assignments to least developed countries. 
Because of the smaller IPF funds, UNVs are paid for by the UNDP Pro
gramme Reserve. But this is no permanent solution and considerations are 
underway to find other means of financing UNV in-country costs in order to 
give flexibility to assign volunteers to UN and non-UN projects and give 
UNV a chance to become a truly voluntary service within the UN devoted 
to development work. 

As indicated earlier, the differences in living allowances and arrangements for voluntee 
largely affect the overall costs and the efficiency of Foreign Volunteer Services. Table 60 
displays these payments. 

Table 60 easily reveals that except for CUSO all FV Services endure a complex set of volun
teer payments and regulations, and permit wide variations in living standards. 

A 1969 detailed study of "Living Allowances and Arrangements for Overseas Volunteers'97 
indicated that "What is necessary?" and "What can be afforded?" are questions which onlyin 
part influence living allowances and regulations. More influential is the underlying doctrine0f
philosophy of a service. The concept of volunteer service does not permit wages, even 10wenough to meet basic expenses, for such wages would give the impression of cheap labor and 
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.,would be in conflict with labor regulations in mo)st countries. Yet, some form of payment is 

necessary to enable those who are qualified, but riot rich enough to pay for their living needs, 

to participate in service. Hence, the set of regulations and allowances that will ensure that the 

living style of volunteers remains simple but also healthy and safe. 

All of this results in what the 1969 study called the "regulated" volunteer, one who is less free 
to determine his own life style and who requires a costly administration to pay the many 

different allowances and enforce regulations. 

A different approach is used for what was called the "unregulated" volunteer who receives one 
simple allowance for all cash expenses and other provisions in kind such as housing, transporta
tion, health care etc. CUSO is an example of this approach and the Swedish Volunteer Service 
would have been another. Here smaller administrative costs occur to support volunteers in the 
field. 

Whether "regulated" or "unregulated" volunteer living accommodations, the level of living 
standard per se largely depends on the total amount of cash payments afforded to volunteers 
through various allowances. Table 60 indicates that the German DED permits the highest living 
standard to their volunteers closely followed by the Dutch, Danish and U.N. volunteer services. 
Of this group of "regulated" volunteers Peace Corps pays the lowest amount--only slightly 
higher than CUSO. To determine the amount of monthly living allowances the Danish DUU 
applies the UN Schedule of Post Qualifications, whereas Germany and the Netherlands apply 
their own government's cost of living indices for certain job qualifications. In other words, 
the level of payment is determined by international or sending government's levels and not by 
liost countries' levels as is the case for CUSO or Peace Corps. Foreign Volunteer Services in the 
UK, New Zealand and Australia use approaches similar to CUSO and Peace Corps. It seems 
that the Anglo-Saxon concept of voluntary service plays an important role in determining the 
living allowances of volunteers, while the continental European services and UNV adhere to 
the standards drawn from the employment systern. 

The payments to foreign volunteers and related regulations will affect the possibility of future 
partnershipcooperation with domestic voluntees of comparable qualifications in developing 
countries. A comparison with Table 48, for example, reveals that in general the Anglo-Saxon 
services will find it easier to adjust to STD Service conditions than the continental European 
services. Overall the adjustment of health care, insurance, vacation or travel regulations will not 
produce a significant problem, as will the many different cash allowances both in types and in 
levels. This issue will be taken up again later on when new forms of partnership-cooperation 
are discussed. 

Finally, the unit costs per volunteer man-year express the efficiency of a service, as does the 
staff:volunteer ratio. Following is a compaison of both indicators for the FV Services under 
evaluation; 

Costs Per 

Volunteer Man-Year Staff:Volunteer 
US $ Ratio 

Canadian CUSO 8,200 1: 8 
Danish DUU 8,736 1: 9.9 
German DED 15,870 1: 4 
Dutch SNV 15,750 1: 4 
US Peace Corps 12,450 1: 9 
UNV 8,111 1:10.7 

295 



It should be recalled that only the costs from CUSO, SNV and Peace Corps are direr1 ,,comparable. DED costs do not include financial contributions to the UNV Special VoluntayFund-which would raise even more the current high costs per volunteer man-year DUUexcludes administrative overhead and staff costs at Headquarters and UNV does not identifadministrative overhead in project countri- The staff :volunteer ratio is compatible in all FVServices with the exception of UNV which has no record of staff time for UNV project Pro.
gramnrrlig and supervision in host countries. 

Considering these factors, CUSO is by far the most efficient service closely followed by DUUand Peace Corps. Costly, and least efficient, is DED-with SNV a runner-up. It is now evident
that the staff:volunteer ratio and the allowances paid to volunteers in fact determine theefficiency of FV Services. Both, in turn, are deeply influenced by the supervisory and leader.
ship authority and the delegation of management functions. 

PROGRAM TASKS 

The Program Tasks of Foreign Volunteer Services are to a large extent similar to those of 
domestic programs. They include: 

1. Recruitment, Selection and Placement of Volunteers 
2. Training for Foreign Assistance 
3. Foreign Assistance Work Programs 
4. Financial Assistance Programs 
5. Materials Services 
6. Feedback at Home 
7. Citizens Mobilization and Participation. 

Table 61 provides an overal review of these Program Tasks. 
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TABLE 61. PROGRAM TASKS OF FV SERVICES 

Organization 

1CANADA.78
 

-CUSO 

-WUSC 

DENMARK:
DUU 

GERMANY:DED 

Duration 

Months 

2 

full-time27 

1 3 

f-ine 7 
sincey1974 

1ul-2yer 

27 


fuli-time 


28 

full-time 

Service Sce edule 

Geographical 

Coverage 

3 

- 22 Africa 


-4 Asia 

-4 Pacific 


42 countries 

7 Carrbean 

S Latin America 

9 countries 

4 countries in East 


Africa 


24 countries: 

-14 Africa 
- 5 Asia 

- 6 	 Latin America 
Carribean 

Time 

4 

1yea-. 

part-time 
10 days 

2 month 

full-time 

10 weeksfull-time 

1 '/ weeks 
full-time 

n~a 

3 weeks 


7 weeks 


2 weeks 

12 weeks 

full-time 


11 weeks(g) 

4-Iees 
4-8 weeks 

Total: 13-

19weeks4 

Volunteer 

Training 

Areas 

5 
Time 

6 

by I nocalcommittees.language "Jevelopemrnt 

cooperation. 
general training 

24 

by CUSO 

In-Countrypr( ;ect prep. 

n a I 

3 

1 

All in Tanzania: 

-Intensive language 

-Main country/ 

lang. study 
-Tech. English 

Instruction Tech. 

24 

Basic, Germany: 

-language 
-Country study 

24 

-Cross-cultijral 

n-country: 
-second lang. 
-project prep. 
-special technical 

skills 

Work Programs 

Areas 

15% Health 

1096 Crafts, Technical 
6c%Aqriculture 

60% E rucationsa) 

4% Adm-n./Business 

4% Other 

Rural cooperativ-s 

- CommunityV develop. 

-Community surveys 

24% Education(b) 

24% Crafts 

19% Engineering 

16% Health 
6% Agriculture
 
6% Administration
 

5% Social Service 

28% 	Crafts Engineering/ 

industry(cI -
26% Social Services 

CD(d) 

15% Educationle) 
15% Health( f ) 

9% Agriculture 
2% Admin. Business 
1% UNV 
4Oh 

O 

Other Pro al 

3 CIDA 1;nanc~ai 

contracts 
- Development Ecuca

- 180 financial projects 

lion in Canada
 

- Support of 60 Local
Cmite nCnd
 
-Markt in prod
 

7fnnilpoet 

-Seminars in Canada &
abroad 

-Marketing of products 

from developinc 

countries 
-Scholarships fo- blac!. 

students in Rhodes.a 
-UNV recruiting for 

Canada 

0 
'1 

" 

0 

9, 
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TABLE 61. PROGRAM TASKS OF FV SERVICES (Continued) 

Organization 

NETHER LASNV DLANDS 

USA: 
Peace Corps 

UNITED NATIONS 

VOLUNTEERS 

Duration 

Months 


2 

27 

full-trne 

27 
full-time 

25-26 

full-time 

_ServiceSchedlue 

Geographical 
Coverage 

3 

13 coun tries 

-8 Africa 
--2 Asia 
-3 Latin America 

69 countries 
-26 Africa 
-21 NANEA-(II 
-22 	 Latin America 

Caribbean 

29 countries(m 

-15 	 Africa 
-12 	 Mid East 
- 5 Asia 
- 7 	Latin America 

Caribbean 

Time 

4 

6 weeks 

4 weeks 

2-3 weeks 

Total: 12
13 weeks 

Total: 

12 weeks 


undeter-

mined 
4-12 
weeks 

I 

Volunteer 

Training 
Areas Time 

5 6 

Basic. Netherlands. 24 

-language 

-country development 


studies 


-Suppl tech. sKIlls 

Regional Tr. same 

topics as Basic Training 

-In-country project 


prep 

In-Country 24 
-350 hrs. language 
-250 hrs. tech. skills 
-100 hrs. cross-cultural 

training 

Sending country 24 

In-country oy UNV: 
-language 

-country/dev. studies 
-special tech. 
-cross-cultural 

Work Programs 
Areas 

7 

21% 	 Crafts, Tech. 

Industry 

19% Agriculture
 
17% Education (h )
 

14% Health 
7% CD( d ) 
5% Admin- Business 
1% UNV 

16% Other 

45% Education ( f)  

23% Agriculture Rural 
Development 

12% Health ( k )  

5% Urban Development 

Public Works 
5% Business & 

Pubhc Management 
10% Other(1 

) 

Special ProJects 

UN assisted projects: 

31% Agriculture 
Rural Dev. (FAO) 

30% Tech. Skill Training 
(I LO) 

21% Various(m) 

9% Public Admin. 
Housing. Transp., 
Community 

Development
 
9% Teachers training


Literacy (UNESCO) 

Other Programs 

8 

I Financial Project 

(Hospital in Nigeria! 

-Financial Projects
 
School-Partnership
 
Program
 

-Encouragement of
 
Voluntary Service
 

Programs (staff,
 
material assist . no
 
funds) Title III
 

-Multi-national Volun

teer Programs (financial 
assist.)
Title III
 

-Resource Materials 
development and 

provision 

Assistance to U N Youth 

Programmes & Domesti 
Development Serc's -u1 
developing countr.es 
through seminars & 
consulting on UNDP 
financial assrs:a,c 

http:countr.es


Foreign Volunteer Services 

Explanations 
for Table 61: 

a) 
h) 	

Includes all levels of general education plus vocational/technical
Includes all levels of general education Plus vocational/technical
c) Includes technical education and training

d) CD 
= Community Development

e) General education at all levels
 
g)
f) Includes health education and training
Regularly 4 weeks; if two langL ages (one international and one indigenous) must belearned; then 8 weeksh) Includes vocational/technical training and all levels of general education
i0 NANEAP: 


j) 
North Africa, Near East, Asia and Pacific Region
 

k) 
Includes all levels of general education and teachers' training
Includes health education and training, health statistics, public health infrastructure(sanitation)
Includes environmental control

I) 
and preservation, Sahelian drought relief program,earthquake redevelopment (Peru, Nicaragua), refuge relief (Zaire), linguistic projectto preserve 23 major Malayan languages, etc.m) UNICEF 
 WFP, WHO, ITU, UNFPA and UNDP assisted Projects
 

1. Recruitment, Selection, Placement of Volunteers 
Volunteers are recruited through advertising in public media, in special professional journalsand through personal contacts with friends, colleagues and family members who have servedabroad.
 

Three different approaches to recruitment are employed: 
First, "pooling"-ttiat is accepting applications from candidatesqualified volunteers will be selected and placed 

to form a pool from which 
ing countries. The pool approach requires 

on the basis of specific requests from developmore administrative work to keep a larger portionof dosiers up-to-date, even though many of the candidates may never be placed in projects.For example in 1974with 	 Peace6,530 	specific vo!unteerCorps received 30,159 applications whichrequestscandidates 	 from host countries. Needless were to be matchednever entered the selection 	 to say thousands ofprocess. For others, by the time a project requestmatching the skills of applicants on file came along, many had changed their minds, were committed to emuloyment, or 
had other reasonsstarted 	out maintaining such 
to decline the assignment offer. All FV Servicespools of applicants. Today only CUSO, Peace Corps, and to asmaller extent the Danish DUU continue this approach.


It should be 
 noted 	 that pooling hds also some very positive features.basis for selecting the 	 It provides a broaderbest qualified volunteers, and it comes closest to thePrinciple of 	 "rightsome 	 to serve"STD Services-accepting all volunteer applications for service at home. However, FV Services are 
meticulous in making a careful selection of volunteers sent abroad. Whiledomestic services can follow a policy of giving everyoneCOUntry and community, 	 opportunity to serve theira measure 	 ownof discrimination must be appliedland. In 	 to service in a foreignFV Services agree that 
addition to the necessary skills, the applicant must also display a stable personality.one should not export volunteers who may be a burden rather, than ahelp. 

According to the 	"Entwicklungshelfer
to maintain 	 Gesetz" (Volunteer Act) the Germana special pool of applicants who 	 DED is requiredare permitted to select development instead of 
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military or alternative civil service at the time they are eligible for the draft. Paragraph 22 ofthe Volunteer Act of June 18, 1969, provides that those liable for military service will not be 
drafted if: 

a) 	 they have committed themselves to a two year development stint with a 
registered development service, 

b) 	 they prepare themselves adcquately for service abroad, and 

c) 	 the Minister of Economic Cooperation certifies this continued education. 

After two years of successful development service abroad the liability for the military is elim.inated. A similar approach is applied for accepted military draft resisters who are liable foralternative civil service and who will 	not be inducted if they apply for development service 
abroad.
 

Since the military draft concerns the 18-19 years old and the service abroad requires a mini.mum age of 21 years, draftees apply in a lower age bracket and must be-according to thelaw-recruited and pre-selected by DED. Until they are finally accepted and placed in a projectDED is charged with overseeing their educational efforts to prepare themselves for serviceabroad and report to the selective service system whether liability for military or alternativecivil service should be withdrawn. When volunteer candidates in this special pool have reachedthe minimum age of 21 years and have completed their technical/professional education theyenter the normal selection and placement procedure of DED according to volunteer requestsfrom project countries. This means in praxis that DED is charged by law to maintain a specialpool 	of volunteers where candidates may be on call for a period ranging between 3-6 years. 

It is DED policy to accept and select up to one third of the total number of volunteer assign.ments on the basis of the Paragraph 22 provisions of the Volunteer Act. This proportion has never been realized. In practice, not quite 10% of the volunteer assignments abroad are the
result of opting for development instead of military service. This indicates that DED has not
diminished its selection standards and that there is 
a disproportion between those who would
like to apply Paragraph 22 instead of military draft and those who are in fact qualified to serve
 
abroad.
 

Second, a differen( approach is "job recruiting" which is determined by the individual openingsin projects and based on requests by host countries. In such cases, the applicant is accepted
only if a job is already available. The result is that the overall selection basis is narrower. Suchrecruitment comes closest to the hiring practices that follow regular employment procedures.The 	German DED and the Dutch SNV follow this approach. In other words, DED combines a special pooling of military eligibles with individual job recruiting for regular volunteer
applications. In "job recruiting" administration costs are saved because no pool of files ismaintained. But as with the larger pool, strict selection standards are applied even though the
basis for choices among candidates is limited. 

Third, "specialist recruiting" is an 	approach used by all Foreign Volunteer Services for thosevolunteer positions which require special skills and are not supplied by the regular influx ofapplications. Specialized recruiting-mostly through advertising in professional/technical
journals-often results in applications for particular job openings. Here 	a selection betweenvarious candidates is often not possible. However, all FV Services adhere to their selectionrules and will not place a candidate who may have the technical skills but lacks the personalitytraits required to perform well in all respects abroad. All services have had their experiences 
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with failures and adhere to the principle that first the personal and secondly the skill qualifi
cations are important for any overseas assignment. 

Peace Corps employs a somewhat unique approach with specialized recruiting. To weed out 
applicants who do not possess the skills required for the project and at the same time direct 
recruiting toward those whose skills are rare (agriculturists, nurses, certified teachers of mathe
matics and science, vocational arts) Peace Corps has developed an Intern Program at univer
sities. Qualified volunteer candidates are given the opportunity to adapt their own schedule of 
studies to prepare themselves for the overseas assignment. In addition, weekly seminars focus 
on issues related to the future project and the host country. Most universities allow for aca
demic credit for the Intern Program after successful completion of service with Peace Corps. 

Some examples of recruitment and selection criteria applied in FV Services follow: 

CANADA/CUSO: 

DENMARK/DUU: 

GERMANY/DED: 

NETHER LANDS/SNV: 

USA/Peace Corps: 

(Criteria for "volunter qualification 

process" which includes "staging" 

and in-country-training) 


• 	 Minimum age 18 years 
* 	 Landed immigrants or Canddian citizens 
* 	 Good health 
* 	 Employable skills 
* 	 Minimum functional English 
* 	 Qualities of common sense, initiative, sensi

tivity and ability to relate to different values 
and conditions. 

• 	 Minimum age 20 years 
* 	 Danish citizen 
* 	 At least one year of employment experience 

after completion of technical/professional 
education 

* 	 Good health 
* 	 Mature, emotionally stable 
• 	 Some knowledge of English 
* 	 Minimum age 21 years 
• 	 Citizen of Federal Republic of Germany 

Good health 
* 	 Completed technical/professional education 

and minimum of 2 years employment experi 
ence desired 

* 	 Jobs opening in project request from devel
oping country 

* 	 Mature, stable, tolerant etc. 
* 	 Minimum age 21 years 
• 	 Dutch citizen 
• 	 Must fulfill technical/professional skill re

quirements 
• 	 Prepared to enter contract for 27 months 
• 	 No discrimination on grounds of race, 

religion or political persuasion. 
* 	 Minimum age 18 years 
* U.S. citizen 
9 Good health 
* 	 Competency regarding: technical/profession

al skills for assignment, local language, 
knowledge of host country 
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* 	 Personality attributes such as: motivation 
which will endure under stress, sufficient 
intelligence to meet demands of assignment, 
emotional stability, physical vigor under 
stress, initiative, determination, friendliness, 
patience, ability to communicate, respect for 
others regardless of race, religion, etc. 

UNV: * Minimum age 21 years 
" Meet health standards and personal qualifi

cations established by UNV 
• 	 Possession of required educational back

ground and professional/technical skills, in
cluding ability to transfer skills 

" 	 Motivation to serve without regard to finan
cial benefits, to give a period of their lives to 
service of others, at the same time gaining 
experience. Prime commitment should be 
to the philosophy and purpose of develop
ment and to the people for whom they 
work. They are required to pledge them
selves to the standards and ideals enunciated 
in the United Nations Charter. 

In general, the Anglo-Saxon FV Services permit a lower entry minimum age than continental 
European services but in practice most volunteers are by far above 21 years of age. This is 
reflected in average age of volunteers which ranges between 26-27.3 years (see Table 55, 
column 4). 

A significant recruitment distinction between FV Services is related to educational and skill 
background: 

" 	 completed technical/professional education and employment experience are 
required by the Danish DUU and the German DED; 

• 	 completed technical/professional education only is required by the Dutch 
SNV and UNV; / 

" 	 possession of employable skills are required by the Canadian CUSO and US 
Peace Corps. 

Again this reveals a pattern which results from the availability of technically skilled graduatns 
in the majority age group. In other words, the recruitment criteria in FV Services concerning 
technical/professional skill requirements are tailored to the type of output of the education 
system available in a society, which differs in Anglo-Saxon countries from those in continental 
Europe.-

Finally, while only the Dutch SNV and Peace Corps list a non-discrimination rule on grounds 
of race, religion or political pursuasion-women are not listed as a group-all other FV Services 
give no such criteria. It seems to be their understanding that a discrimination against one or 
another group of applicants is incompatible with their service principles requiring no specific 
affirmation. However, no data are available whether the recruitment efforts in FV Services 
follow the non-discrimination rule. 
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The acceptance of a volunteer's application initiates various stages of selection procedure. 

First, all FV Services screen the written applications and return those obviously not eligible for 
service abroad. 

Inasecond stage various forms of selection meetings are conducted: 

* 	 Danish, Dutch and German volunteers are given tests and personal inter
views at headquarters. At the same time they undergo health examinations 
or are advised to take the examinations at their nearest certified health 
department. A Selection Committee decides the candidatas to be accepted at 
this stage, which is the decisive step in the selection procedure of these 
services. 

" 	 Local CUSO Committees pre-screen applications and give individual inter
views. CUSO headquarters reviews the dosiers and-after preliminary approv
al-recommends volunteers to the field for final approval. 

" 	 Peace Corps conducts two different forms of meetings called "staging": 
a) 	 Medical-administrative staging for medical clearance and necessary ad

ministrative routine matters before entering in-country-training. This 
procedure is applied for most volunteer assignments, in other words the 
pre-selection on the basis of written application is the decisive step 
followed by this rather low-keyed staging meeting. No selection tests 
are administered. 

b) 	 Pre-invitational stagings last 3 days ano are conducted only when a 
more careful screening is required, for example for assignments in new 
project countries, or in projects which require a specifically selected 
group of volunteers. 

All FV Services provide for a third stage during or at the end of the training period when the 
qualifications of volunteers can be reconsidered and the final selections made before workassignments. 

All FV Services adhere to two principles in selecting voluntc ,rs: 

0 	 The host country must accept the volunteer-either via subm-ssion of dosiers 
(CUSO, DUU, UNV) or summary personnel descriptions (DED, SNV, Peace 
Corps), and 

0 	 the self-selection of volunteers by emphasizing the qualifications necessary 
for a specific assignment during the second and third stage, in contrast to 
disqualifying a person. Peace Corps cails this step the "volunteer qualifica
tion process". 

At the end of the second stage, after or during the meetings, volunteer placement is a crucial 

Step which matches available volunteer resources with the specific job requests from develop
ing countries. Increasingly, not only are the volunteers' skills and personal capabilities im-
POrtant but also whether they hold the formal degree the host country requires from their 
nationals for the assignment. 
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The compatability of education and degrees between sending and receiving countries' institu.tions is an important consideration in volunteer placement. But for the many assignmentswhich do not require specific degrees the emphasis is, of course, on skills, experience andoverall personality traits. Job recruiting, specialized recruiting and the selection meeting; helpsignificantly to reduce the risk of miscalculating volunteer qualifications. 

Finally, a special word on the selection and placement of volunteer candidates in UNV whichare described in detail in Volume II, Compendium No. 26. Volunteer candidates are pre.selected by sponsoring volunteer sending organizations, designated agencies in developingcountries or by the UNV Recruitment Office which increasingly receives applications directly.Up to five or a minimum of two volunteer candidates per job opening are screened at UNVHeadquarters. After review, the dosiers are forwarded to the UNDP Representatives Offices inthe project country and to the U.N. Specialized Agency which conducts the project. The finalselection of one volunteer out of two to five candidates is in the hands of the host country.Their decision must take into account not only the professional and personal qualifications ofthe volunteer, but also a balanced geographical compositon of the team, as decreed by theU.N. Resolution enacting UNV (No. 2659 XXV). In all, it is a combersome procedure withgreat risk to the individual volunteer candidate, who may be personally and professionallyqualified, but is turned down because his nationality is rejected for this particular place. Thisprocedure is complex and time consuming. It must be simplified, if UNV is to expand to aservice size where it can have an impact on the U.N. system. 

All in all there is no doubt that Foreign Volunteer Services in all countries have developedthorough and largely successful recruitment, selection and placement procedures-morethorough, in fact, than are applied to obtain experts for technical assistance assignments. 

2. Training for Foreign Assistance 

The training curriculum and methods of FV Services also have been creative and have advancedthe dev3lopment of specific fields of skills and knowledge. The preparation of educated andskilled people to perform well, primarily at the grassroots level, in another culture, nation andlanguage had not previously been handled on so broad a scale. Thp fact that some satisfactorystage of fitness for the jobs was achieved in a limited time span of 8-12 weeks-and not duringan endless educational process-is another significant contribution to the "State of Art" of thiscross-cultural training. In Canada and the United States, where initially volunteer training wasconducted in close cooperation with universities, the traditional disciplinary education iii international affairs, languages, cultural psychology, etc., has been significantly altered. Most of theprofessionals who today are spearheading the efforts of international education, a globalperception of the curriculum, and experience based cross-cultural learning were initially trainers of volunteers for service abroad. At that time they became convinced that training fortwo years of overseas service was more than an ad hoc effort; it was a preparation for copingwith new and closer relationships among people and nations on this small globe. As the DutchSNV explains: "The educational process begins during the preparatory (training) period, continues during the two years in the field and may go on after his return to the Netherlands". 
While the Canadian and early Peace Corps training largely affected the formal tertiary education system, that is not true for continental Europe. There volunteer training remained separated from the formal education system and, therefore, did not initiate any significant changes.Nevertheless, European training of volunteers for service abroad consciously embraces theimportance of the training principles described above. 
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For instance, the Danish DUU specifically formulates training goals: 

". to enable the volunteer to carry out his job without essential linguistic diffi
culties 

* to prepare the volunteer for working and living conditions in the area of 
service 

* to give the volunteer a certain understanding of development problems and
knowledge of the economic, social, political and cultural conditions in the 
area of service. "" 

Overall, the training program of FV Services divides into different phases that lead the volunteer from a general introduction, through mastering certain necessary language, communication and technical skills to specific project preparation. Table 62 displays these program
features. 
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TABLE 62 TRAINING FOR FOREIGN ASSISTANCE 

Training Prograr CANADA DENMARK GERMANY NETHERLANDS USA UNITEDNATION 
Phae CUSO DUU DED SNV Peace Corps VOLUNTEERS 

4 5 6 7-' 1 	 2 3 

I. Phassi Preparation: Preliminary Tr. Basic Training Basic Training
 
Schedule 2-12 months (a )  3 week, 11 weeks 6 weeks 12 weeks depends(f)
 

Location 	 Canada: Arusha/ Germany Netherlands In Project Home Country 
Local committees Tanzania Country 

Curriculum -foreign -intensive 187 hrs. -language 350 hrs. -languge(
language language in I.nguage; -cultural language; -development 

14 hrs. health (b )  -development groups accord. 	 communication 250 hrs. tech. education 
issues ing to entry 22 hrs. skill -skill transfer nical skills(e) --skill training 

-cross-cultural level transfer; -supplementary 100 hrs. cross
communication 90 hours 55 hrs. country technical (d )  cultural training 

studies; -develcpment
55 hrs. cross- problems 
cultural com- -planning & 
munication; evaluation (of 
44 hrs. develop. volunteer work 
ment policies; 
4 hrs. feedback 
& evaluation 
practice( c) 

II.Phase 	 Main Course In-country. Foreign Regional Same as above UNV Training 
Schedule 	 10 days 7 weeks training(g) Training 4-12 weeks 

4-8 weeks 4 weeks 

Location Hq Canada Arusha 	 Project countries 5 countries(h) Project Country 

Curriculum -CUSO intro- 60 hrs. local -language same topics as -language 
duction language -cross-cultural above; second -cross-cultural 

-project and 50 hrs. country communication language communication 
pre-departure studies -technical -country study 
preparation -health project -development 

-cultural preparation issues 
communication -U.N. Systeni & 

principles 
-suppl. techniew 
skills 

III. Phase 	 In-Country Technical Same as above In Country Same as above Same as Phase II 
Schedule 	 Training Course Traininq
 

10 weeks 2 weeks 2-3 weeks
 

Location 	 Project country Arusha Project country 

Curriculum 	 -language -technical -local language
 
-country study English -project
 
-technical skill -Instruction preparation
 

adaptation 	 Techniques 
-cross-cultural
 
communication
 

Total Training 	 11-12 weeks 12 weeks 15-19 weeks 12-13 weeks 12 weeks 10-14 weeks 
Period 	 full-time; full-time full-time full-time full-time full-time 

2-12 month: 
part-time 

306 



Foreign Volunteer Services 

Explanations for Table 62: 
a) 2-12 months part-time preparation locally. 
b) , Practical training on how to transfer ski;ls to others; extension education; instructor 

training. 
c) Practice periods include: cooking, sewing, baking bread, drivers training, etc. 
d) Special technical/professional skills required for the job in addition to technical 

qualifications volunteers possess (see educational background of volunteers). 
e) Technical skill adaptation includes: 

* 	 for volunteers with no formal technical education (bachelors of arts) basic skill 
training for their job assignments 

* for technically skilled volunteers special technical training required for job. 
These two approaches result from volunteers' different educational background 
(generalists versus technically skilled). 

f) 	 Volunteer sponsoring organizations in industrialized countries and UNV (for volun
teers from developing countries) are obliged to arrange for a pre-service training 
which produces a volunteer sufficiently skilled to communicate in the language of 
the project country and to perform well in his technical/professional as:gnment. 
Volunteers prepared for UNV assignments are often trained together with bilateral 
volunteers or, in case of second term assignments, receive only brief orientation 
from the sponsoring organizations. 

g) 	 Regularly 4 weeks; if a local language must be learned in addition to the inter
national language, the in-country-training is extended to 8 weeks 

h) Benin, Tanzania, Philippines, Bolivia, Brazil. 

Table 62 reveals that the curriculum content is very similar among FV Services. According to 
the curriculum, foreign assistance preparation centers on: 

0 language, including learning the local language 

• transfer of technical skills 

0 cross-cultural communication skills 

a understanding of development issues. 

However, not only curriculum content but also training methology is emphasized in the
foreign assistance learning package FV Services have developed. Most language training is con
ducted as intensive programmed instruction using language laboratories and native speakers 
0s instructors. In some instances language inversion training is applied using only the foreign 
language for any form of communication. As much as possible the training is practice oriented 
and experience is gleaned from many assignments for self-study. To avarying degree volunteer 
groups govern themselves during training. The methodology for cross-cultural communication 
skill development differs most among FV Services. Peace Corps isprobably the most advanced, 
taking advantage of the many methods developed and tested during the days when the training 
was still conducted in the United States and the Virgin Islands. Many publications testify to 
these efforts, the 1970 "Guidelines for Peace Corps Cross-Cultural Training", Part I-IV1 28 , 
Published under Peace Corps contract by the Center for Research and Evaluation, Estes Park, 
Colorudo, being the most comprehensive document. The Bibliography, Appendix C-2, cites 
WOme literature related to cross-cultural training53'102,105,106,116 

While all services initially followed a similar format of basic training at home and more specific 
Preparation in the host country they have now tailored their training to different needs. With 
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the exception of the German DED, all FV Services have reduced the home country trainingperiods and Increased those in developing countries-but they have done so to a differingdegree:
 

" In-country training only is conducted by the Danish DUU and Peace Corps;the latter has designed a one-package program.
 
* 
 The major part of training conducted in developing countries ranges from ahome:foreign training ratio of 2:10 weeks (Canada) to 6:7 weeks (Nether

lands) 

Only DED continues to give the major portion of training at home, with asignificant 11 weeks in Germany, and 4-8 weeks in project countries. DEDalso conducts the longest training program, and is the only FV Service whichhas purchased its ownt training site at home (Berlin). Putting home countrytraining "in concrete" is an unfortunate development for an FV Servicewhich should remain flexible to changing needs and operate closely with theactual volunteer project. Now, that the training site is owned by DED itmust, of course, be occupied. Apparently the needs of volunteer training andof project preparation did not command priority in decisions concerningthis aspect of DED training. 
It should, however, be pointed out that the Danish DUU has now established its own trainingcenter in Tanzania. In general, it would seem FV Services are better off and closer to the hostcountry and project needs, if they use existing local facilities on a rental basis for their volunteer training. The training environment, determined by the nature and culture of the hostcountry, isoften a stronger educational force than any formal instruction. 
FV Services which favor in-country-training argue that therealistic, the curriculum content more 

training environment is more 
therefore, 

relevant, host country participation is ensured and,partnership relations in their various aspects are experienced during training.Proximity to the future work project stimulates responsiveness of the training program to realneeds. No adverse effects have been reported because of training conducted close to the project site. And last-but not least-the training costscountry. per volunteer are lower in a projectFor example, Peace Corps estimates that the reduction of costs per volunteer manyear by about $1,000.- is largely due to the staging approach linked to complete transfer of
training from the US to the project country. 
Finally, the combined efforts of volunteer selection and training result in a prepared andaccepted volunteer, ready for work. No tests are conducted during training to formally establish the level of learning. However, various forms of evaluation of their qualifications by thevolunteers themselves continue until the end of the training period. For example, volunteers
in DED 
 evaluate themselves during the first 9 weeks of the 11-week basic training. In theremaining 2 weeks a selection board takes these results and determines the fitness for service ina foreign country before they leave Germany to begin their in-country-training. 

The "volunteer qualification process" of Peace Corps-which begins with the 1-3 days stagingand continues during in-country-training places emphasis on gaining self-awareness. Consequently, self-selection of volunteers means qualifying for service. The trainee completion rateduring in-country-trainiig of Peace Corps ranges from 68-100%, with an average of 88%. Up to32% of the volunteers will return home from the in-country-training because they didqualify. not 
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These five training components are common to FV Services and STD Services in developing
countries:
 

" local language
 

* cross-cultural communication 

* supplementary skill
 

" development issues
 

" health
 

Of course, the degree and intensity of individual training components will be determined bythe educational and skill background of volunteers and the performance needs on the job. Butin actual fact, the learning needs of a foreign volunteer from Europe or North America compared to those of a city-bred domestic volunteer in a developing country differ little whenboth are being prepared for rural communities where they will live with those left aside fromthe mainstream of development. 

3. Foroign Assistance Work Programs 

The assignment of volunteers to work programs in developing countries is the most importantProgram Task of Foreign Volunteer Services. As people to people service organizations theygive primary attention to this program sector and its effectiveness. 
In this Sub-Chapter the overall foreign assistance work programs are reviewed. Assistance toDomestic Development Services provided by FV Services isdiscussed separately in Chapter 11Cs it is a major concern of this evaluation. Features of foreiqn assistance work programs
include: 

" goals and guidelines 

* areas of priorities 

* regional distribution and preference for project countries 

• multinational cooperation of FV Services 

" target groups, counterparts, "receiver" training 

* work materials and technology 

• work environment and experience
 

" 
 roles of foreign volunteersMot FV Services have defined goels or have issued guidelines to direct their work programs.
To illustrate: 

CANADA/cUSO: In principle, CUSO perceives its activities as an 
allocation of resources on the basis of requests 
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from local communities, either through assign.ment of volunteers, or provision of funds orboth. CUSO encourages innovative, creativeand experimental projects, especially for theallocation of funds.DENMARK/DUU: 
In principle, volunteers are assigned to fill a 
temporary skill gap of technical midale levelmanpower. DUU 
on 

does not carry out projectsits own but rather offers volunteer man.power to existing projects (the latter is true for
all other FV Services as well).GERMANY/DED: 

Guidelines 
 for Project Assignments (as of 
March 22, 1974):
* Development Goals:a) to reduce the one-sided socio-economical 

dependence of developing countriesb) to promote their independence throughpartnership with the host countryc) to support the efforts of developing
countries through tranm;fer of technical/professional knowledge and change in 
behavioral patternsd) to contribute in our own society to theprocess of learning concerning develop.
ment aid policies furthering equality.

The Guidelines also include specifications for:" Target Groups: the socially and economical.
ly under privileged groups* Host Countries: preference for least develop.ed countries and those which have declared
policies and action programs to narrow thesocial and economic gaps in their own
societies." Project Types: preference for social sector(education/training, health, community development); in econcmic sector: agriculture;project institutions should observe broad
distribution of income.* Project Institutions: preference for those
which serve the underprivileged,organizational/financial sound

basis, self-help andmultiplier effect; goals which can be achieved through volunteer assignments. Assign
ments to police forces, para-military ormilitary institutions are ruled out.NETHERLANDS/SINV: 

Country and Project Criteria (Recommenda. 
tions of Field Directors Conference June 14,1974): 
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Country Criteria: 
1. 	 Least developed country (poor)2. 	 Social and economic development in 

process
3. 	 Efforts toward just distribution of 

income 
4. 	 Demonstrated effort for self-help
5. 	 Possibilities for self-financing 
Project Criteria:
1. 	 Preparednes of project environment to 

accept volunteers for work2. Costs connected with volunteers' assign
ments 

3. 	 Living standard of target group request
ing help

4. 	 Relationship between need for aid and
the possibilities for self help5. 	 Possibility for improvement of the localsocial/economic structure

6. 	 Facilities to receive volunteers 
7. 	 Clear and concise job descriptions8. 	 Integration of SNV into the organization

of the local project9. 	 Availability of volunteers with qualifica
tions requested10. 	 Possibilities to transfer knowledge and 
achieve learning

11. 	 Adequacy of local forces to do the work 
in question.USA/Peace Corps: "The Peace Corps is built on the premise that 

people from different cultu,-es understand eachother better when they work side by side for acommon purpose. Although individuals volunteerfor the Peace Corps for a variety ofreasons,volunteers are 	happiest when they 	make progress toward agoal which they, the host peopleand the host government, see as important. Agood Peace Corps project, therefore, hasclearly delineated 
a 

set 	of objectives and provides maximum contact and 	cooperation between volunteers and the host country people. 
Each volunteer assignment should:
A. Have an official host country requestB. 	 Be compatible with host country develop

ment needs, goals, priorities
C. 	 Be developed in conjunction with appropriate host country institutions
D. 	 Be structured through a set of attainable

objectives agreed to by the Peace Corps and
host country 
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E. 	 Contribute to development through, 
demonstrative, catalytic or innovative rel
of the volunteer 

F. 	Provide ample opportunity for persor,,
and professional cross-cultural exchango
through.
-maximum integration into host country 

institutions 
-maximum involvement in local con.munities through secondary activities

G. Be given priority emphasis when requested
to serve outside urban areas 

H. 	Have necessary host country material and 
or supervisory support 

In addition: 
-seek to complement and utilize other 

available development resources 
-involve training of host country Man. power towards the goals ofsalf-relianc.-,(Peace Corps Manual, Section 302 August 1933)UNV: 

Programming Guidelines and Conditions of 
Work from Report of the Secretqry General toECOSOC, E/4790, 14 April 1970 and UN 
General Assembly Resolution No. 2659(XXV):" UNVs must- notIin any way, constitut 
-competition to national personnel in local
employment markets

" UNVs would be an addition to exising
bi-lateral and non-governmental volunteer 
schemes 

" UNVs should not replace domestic or 
national volunteers 

* The role of the volunteer in UN assisted projects, in 	particular the relationship of thevolunteer to the experts and counterpart 
personnel, should be clearly defined

* The status and conditions of-UNVs shouldbe identical for all volunteers regardless qf
their nationality and sponsoring organiza
tion; in particular, the terms of service andsubsistence payments should be uniform. 

Program Goals: to assign 500 volunteers to UNassisted projects by June 1976; to recruit 50%of the volunteers from developing countries; toinvolve domestic volunteers in UNV projects
within their own country. 

First, this listing indicates that most FV Services pay significant attention to the principles ofproject policies, and selection criteria for volunteer workDevelopment Services. This could be expected, since 
projects-more so than Domestic 

a clear policy-and practice-of prefer
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re 
for certain work areas, target groups, and project output is the only way a foreign service 
con influence the effectiveness of the volunteer's assignment. In other words the selection ofprojects and identification of individual job assignments is of utmost importance before an 
c.eement with the host agency is reached. Once the volunteer is in the field, the project
execution and work supervision is in the hands of the host country project agency. 
,-,nd,the listing reflects a significant degree of common experience among the various FV 
Scrvices: 

* 	 the volunteer must be needed and have a full workload 

• 
there must be a formal written request for assignment from the host govern
ment or agency 

* the project must serve the underprivileged, poor, "grass roots" 

* 	 the project should further equal distribution of income, social justice and 
self-help 

* the goals of the project must be achievable through volunteer assignments 

o 	 the job description must be specific and concise 

* 	 the organizational and financial structure of the project must be sound and
the necessary resources available so that the volunteer can be effective. 

Third, the comparison of work program goals and guidelines also indicates differences amongFV Services: 

* CUSO's lack of goal orientation (which is somewhat surprising in view of the 

efficiency of program inputs) 

0 	 Peace Corps's linking volunteer satisfaction to their effectiveness 

0 	 DED's socio-political development approach to work programs 

a SNV's emphasis on economic factors and integration of the service (in con
trast to the volunteer)into the organization of the local project. The latter isunique, but in line with SNV's personnel structure as they assign not only
volunteers but also Technical Assistants and Experts to projects (see Program
Inputs, discussion of staffing patterns) 

* UNV's attempts to define a role rather than goals for achievements; a role in
relation to the UN expert, bilateral foreign volunteers, domestic volunteers 
and labor markets. 

While bilateral Foreign Volunteer Services employ their field offices and volunteer-participa.

tinspr oures for project identification
Nations Volunteers must rely on 

and planning along these guidelines, the Unitedthe UNDP field structure. The early UNV project selectionlearly suffered from the rule that volunteers only should be assigned to UN financed projects
1ich are often large scale and highly technical. Also the fact that technical experts who

ilentified the projects were not familiar with volunteer services was not helpful in developing 
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the unique UNV role within the UN system. This is gradually changing. Now, two former F\Service directors are UNDP Representatives UNVin project countries, and an increasinjportion of UN personnel has had previous volunteer service experience. Also UNV has recentlassigned three staff members to different regions for project coordination. 
As shown in Table 63, the priority given to certain work program areas indicates the extent towhich FV Services follow their program guidelines: 

TABLE 63. WORK PROGRAM PRIORITIES 

Work Program 1973 Volunteer Assignments in Percentage of Total:
Areas CUSO DUU DED SNV PC* UNV1 2-T  3 -4 5 6 -

Education 60 24 15 17 45 9 -

Health 15 16 15 14 12 

Social Services/
Comm. Devel. _ 5 26 7 5 9 
Agriculture 6 6 9 19 23 31
Engineering 
Crafts/i ndustry 10 43 28 3021 
Admin./Business 4 6 
 2 5 6 - -
UNV n.a. 1n.a. 1 (0.4) 

Others 4  4 16 10 21
 
Total Volunteers: 980= 
 309= 861= 538= 6,489= 135=100% 100% 100% 100% 100% 100% 

*1974 

The program area "education" covers all types and levels of general and technical educationand training, with the exception of DED. In column 4, DED's technical training isaccountedfor under "Engineering, Crafts and Industry". 

Bearing in mind that about 50% of DED volunteers assigned to technical/industrial projects areactive in education/training, we find emphasis on work program areas among FV Services in: 
" Social Development (education, health, community development) with 62

75% of total volunteer assignments: CUSO, DED, PC. 
* Economic/Technical Development (agriculture, engineering, crafts, industry)

with 40-61% of assignments: DUU, SNV, UNV. 
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These preferences for specific areas of project involvement are in line with the work programgoals and guidelines of the individual services. They demonstrate the ability of FV Services tochange from an initial "shotgun" approach to a targeted assignment of limited volunteer 
resources.
 

A second indicator of work program priorities is related to project countries. All FV Services
evidence certain preference for the 
 least developed, poor countries. Appendix BA containsindicators and a list of least developed countries as defined by the United Nations.
 
In principle, all FV Services-with the exception of the Danish DUU-assign volunteers to all
developing regions of the world. DUU follows a policy, imposed by DANIDA, to assign volunteers only to East Africa which is the preferred region for receiving Danish governmental
technical assistance. 

Because FV Services maintain field offices, the number of countries they enter is not onlydetermined by the requests but also by the costs to set up such an office and ensure a managable volunteer group. In some cases in West Africa, if the groups are small, one field officeserves two countries. Current preferences for volunteer assignments are seen in Table 64: 

TABLE 64. WORK PROGRAM PREFERENCES BY REGION 

Volunteer Assignments per Region in Percentage of Total:Regions 

AFRICA 
1 

CUSO 

63 

IDUU 

100 

DED 
'5 

47 

SNV 

80 

PC 
6 
32 

_ 
UNV 

7 
38-

ASIA 21 - 20 9 35 45 
CARIBBEAN 

LATINAMERICA 16 32 10 32.6 17 

Total Volunteers 
--

980= 
100% 

309= 
100% 

1 
861= 
100% 

1 
538= 
100% 

0.4 
6,489= 
100% 

-
135= 
100% 

It isdifficult to draw any final conclusions of country/regional preferences from Table 64-With the exception of DUU which follows agovernmental policy. It seems that two considera
tions primarily influence the selection of countries and regions: 

a same international language spoken or preferred in the host and sending
countries which considerably reduces barriers of communication; 

• historical linkages between sending and receiving countries, i.e. migrations(for example Germans to South America), colonial or trade relationships. 
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The preference for least Developed Countries as established in work program goals and guidelines is in fact realized to the following degree: 

Number of Projected Countries: 
FV Services: Total: Percentago of Least Developed Countries: 

CUSO 42 	 =16 	 38% 
DUU 4 3 = 75%
DED 24 	 13 = 54% 
SNV 13 	 6 = 46% 
P.C. 69 16 = 23% 
UNV 29 	 13 = 44% 

According to this list, only DUU and DED have a majority of operations in least developeccountries. Since most of these are located in Africa, services with a more balanced world widcdistribution of volunteers-Peace Corps-will have difficulty increasing foreign assistance tcleast developed countries, unless there is a modification of present distributions. 

Since the start of FV Services occasionally foreign volunteers from different bi-lateral servicelwere assigned to the same projects in developing countries. In other words, multi-nationalcooperation occurred as a "happening" rather than a planned effort. In 1969, under theauspices of ,'he International Secretariat for Volunteer Services (ISVS) the Directors of ForeignVolunteer Services embarked on some pilot projects of Multi-National Volunteer Tean(MVTs) to test such cooperation and determine how it affects volunteer selection, training,work regulations, allowances, etc. A few of these experiences of MVTs assigned to DomesticDevelopment Services in Chile and Panama are discussed in Chapter 9. 

Since July 1, 1973, four bi-lateral FV Services-CUSO, DED, Peace Corps and the UK Voluntary Service Overseas (VSO)-have been operating a Joint Volunteer Committee (JVC) inGhana with a Ghanian expert as Coordinator for the group. The agreement has a time limit of
June 30, 1979 and states the following JVC purposes: 

"A. To develop projects with appropriate Government agencies utilizing multi
national teams of volunteers; 

B. 	 To promote the concept of volunteerism in Ghana; 

C. 	 To inform associated volunteer agencies of activities, requests, and likely 
assignments; 

D. 	 To provide effective and appropriate support for volunteers in all repions 
with particular reference to Northern and Upper Regions; 

E. 	 To improve communication between volunteer offices in Accra and Govern
ment Regional offices and officials; 

F. 	 To assist where possible and appropriate, Regional officials to convey their 
manpower requirements to the J VC members; 

G. 	 To contribute greater information about volunteer agencies to Regional 
officials." 
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,VCvolunteers assist the implementation of local Health Post Staffing Assistance Programmes
(HEPOSTAP) and in agriculture, with emphasis on involving local citizens. In fact, the co
ordinator plays an ombudsman role, translating the presence and work of foreign volunteers to
the Ghanian officials and local communities. It is too early to tell whether this arrangement
hss the potential to foster future partnership-cooperation equal not only amongon terms

foreign volunteers but also with local domestic participants.
 

'Tho development orientation of FV Services' foreign assistance isnot only prescribed by work program area and type of country but also by the targWt groups volunteers reach in their
individual work projects. Specifications in goals or guidelines, such as the "under-privileged" 
or "disadvantaged", "at the grass-roots level", "local communities", or "preferably rural areas"-all of these descriptive terms point to serving people left aside from their societies' main
stream. The goal is not only a charitable one-to help those most in need-but also one ofchange in social structures, striving toward more equitable employment opportunities and
distribution of Mostincome. FV Services believe that, by giving preference to education/trining, local community development, and employment support in agriculture, crafts and
mnall scale industry, they most readily reach the target groups who, as they become able to
halp themselves, achieve long range change. 

Not always are the target groups the major concern in the selection of individual projects with
inthe larger work program area. As examples: 

* 	 Educational/training activities outsidc formal schooling specifically designed
to reach target groups: only DED stresses this priority clearly, while, for
example, Peace Corps emphasizes teaching in schools or traditional teacher's 
training; 

0 	 Priority and specific policies for local institution building during community
development work: none of the FV Services reports clear emphasis
effecting 

a on
institutional changes and, therefore, continuity of development

effort; 

* Whether volunteer assignments to agriculture, crafts and small scale industri
al projects are directed only towaru improvement of production, or whether 
they aim also at employment creation and self-employment. 

Receiver training", a worthwhile effort of various STD Services to prepare members of local 
COmmunities or project agencies, who will work with volunteers, is 	not reported by FVS"vices. To be prepared for the joint venture-and cross-cultural communication problems
they may encounter-is as important for the user of volunteer services as it is for the volunteer
hirnelf. Local project supervisors and co-workers particularly are in need of such preparation. 

low, most host country officials who coordinate foreign volunteer work on a national levelhave 	 learned from experience and established regular procedure for the assignment and super-VIIO of foreigners. It isbelieved that local "receiver" preparation is crucial not only to secure 
effective volunteer work, but also to change the relationship of a "receiver of charity" to that 
Of Partner. 

Related to this issue is the designation of counterparts to volunteers, a continuous problem
41nce the early days of FV Services. Since a primary feature of Foreign Volunteer Service isthe 
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transfer of skills and knowledge, it is natural to seek a host country counterpart. However, asmost foreign technical assistance assignments are designated to provide skills not available inthe receiver country, finding a counter-part is like seeking a person who does not exist. It isnot merely that nationals with a compatible educational background do not exist-after allsome of them could be trained to take over. More important, it is a question of establishingnew employment positions that the counterpart could continue after the foreign paid volun.teer had left. Thus, the presence of foreign volunteers creates certain budget priorities for thehost country which most of them can not afford. Therefore, many FV Services assign variousgenerations of volunteers to the same project-not only until it iscompleted-but also until theorganizational and personnel structure of the project becomes solid enough for the foreigners'work to be absorbed and continued by national manpower. Some FV Services, for exampleDED, provided counterpart training in their own country or a training institution close to theproject-but it still did not solve the problem of continuous support for the additional manpower on the part of the host project. 

Over all, in the past, the "counterpart" concept did not work, and many FV Services abandon. 
ed it as unrealistic. 

This situation has changed in many developing countries. It is time to take a fresh look at theold "counterpart" concept. With the increase of educated and skilled national manpoweravailable-though often unemployed-and with the expansion of Domestic DevelopmentServices in developing countries, the "counterpart" idea can take the form of partnershipcooperation between skilled domestic and foreign volunteers, jointly assigned to any kind ofdevelopment project. This ensures the necessary skill transfer without imposing new personnel
positions on the host project. 

Increasingly, the type of technology applied in volunteer work programs becomes a crucialfactor in the effectiveness of foreign assistance. In the early days, the continental European
services with their technically well skilled volunteer 
resources were tempted-and trappedoften by host country requests, to pursue projects requiring "big" technology. Volunteerswere assigned to introduce heavy machinery, automated production lines, large scale agricultural technology. Especially, the technically skilled European and Japanese volunteers worked
with imported technologies. Often were
there prior arrangements with their respectiveMinistries to ship the high cost machines in time to avoid any delay to the volunteers whowould be working with them when they arrived in the field. 

The Danish, Dutch and German volunteer services budgeted an average of $300-$600 per
volunteer for work tools and equipment. For those technical volunteer assignments it was and
is essential that both the machine and the man-or woman for that matter-arrive at a projectat the same time. This dependency on financial investment, imported technology and timingis a recurrent problem for FV Services' projects which emphasize high volume technical
 
assistance.
 

The Anglo-Saxon services had a different policy and neither CUSO or Peace Corps provided
working equipment to their volunteers. 

Today this has changed. All FV Services, as a matter of policy and practice, prefer intermediate and appropriate technologies that use local materials and resources. The term implies thatthe technology used should not continue known inadequate techniques-nor should highlysophisticated mass producing technology be imposed-but rather should be appropriate in bothtechnical and social terms, in order that production wl improve living conditionsand servethe needs of people9 4 "0 9 
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Over the years, foreign volunteers have been very creative in developing appropriate technologies-or village technologies as some call them-with local resources to find local solutions.On occasion they received the help and advice of other professionals, for example, through"Volunteers in Technical Assistance" (VITA) for smallInternational Development farm grain storage, the Agency for(AID) with its "Village Technology Handbook", theGAWI's technical training guides, Germanthe Batelle Institute for soil testing.dividual experts on Also a score of inbi-lateral or UN assignments, who happened to be on the scene, volunteercd their help and advice. 

Now, after so many years of experience, FV Services have a body of knowledge on a broadrange of appropriate technological solutions. But there is a certain danger that much will belost, if it is not recorded and maintained. For that reason Peace Corps undertook a newProgram Sector of Materials Services which is described in a later Sjb-'Thaprer. 

Volunteers, working and living with local people, experiencing their needs "onskin", and at the same their owntime oossessing necessary technical skills, are probably one of the best"foreign media" to help in the development and distribution of intermediate and appropriatetechnology. The technically skilled volunteer who devotes his craft to intermediate solutions,exhibits a special wisdom arid character 
his profession 

as he leaves behind the traditional status symbols offor big, fast, high turnover technological solutions and sets an example whichisfuture-oriented for both developing and industrialized societies. Here both foreign volunteersand their services find common goals and approaches with Domestic Development Services invJpporting the concept and practice of intermediate and appropriate technology. 
The work environment into which foreign volunteers are integrated, and their supervisionduring work, varies largely-primarily depending on the type of project and function to be performed. Assignments to hospitals, schools, public administration jobs, public works construction, present one type of structured work hierarchy. However, anVolunteers increasing number ofhas more open-ended assignments to local community development projects, nonformal educational activities, rural social or health services, etc., where the work hierarchy andCupervision is not readily structured. These assignments require more self-discipine on the partof the volunteer to pursue a work schedule without the daily presence of "command and
control". 

Both types of work environment challenge individual creativity and often demandtPonsibility of morethe volunteer than recomparable work assignments permit at home. Indeed,Creativity and responsibility are the core of the volunteer's satisfaction and consequentPWrformance on the job. However, neither type of work structure is without problems, and
0onflicts frequently occur in the day-to-day work in any foreign environment.
 
The wish 
 to achieve something tangible during the two-year working period is very strong in
VOlnteers-to 
 leave behind some concrete evidence of a contribution they made. This eagerniz to achieve is oriented to the volunteers' own
"d often 

national standards and cultural perceptions
comes in conflict with the local culture and traditions evident in work procedures of
the People they want to help. On the other hand, as was discussed in Chapter 2, a foreign orde presence is a necessary challenger and facilitator for changes through such projects.us, it is in the work environment of Volunteer projects that the conflict among different
Cultural perceptions 
 is most visible. All the morecommunication and mediation imperative are continued person-to-personto develop a common understandingi*rocedures. of work principles andFor example, problems are created by the privileges foreigners enjoy, especially
their easy 
access to superiors, which cause resentment from co-workers. Other reports point toe pposite work situation: the identification of foreign volunteers with the "underdog". For 
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example, foreign volunteers assigned as teachers to educational institutions often iduntily Wel 
with students, and develop their sense of critical questioning and participation which comes ir 
conflict with traditional authoritarian style or "drill" type education. It alienates the volunteel 
from his colleague-teachers because he challenges the traditional teacher:student relationshi 
and the teachers' status. 

Thus, the actual integration of foreign volunteers into a host project's work structure isnot SC 
much a matter of management, but a question of understanding of each other's cultural and 
social values. Annoyance due to differences in work habits, idleness, bypassing of colleagues or 
superiors, etc., if not resolved in a peaceful manner, can hurt the individual most. This is true 
for both the foreign volunteers and their host co-workers and supervisors. For most people,
and especially the "western" educated, professional standards are not only a matter of pride
but an expression of self. Therefore, it means much to a person-whether foreigner or 
national-to be "right" on a professional/technical issue, because it means to be "good" as a 
person. To work differently than at home or to submit to another professional opinion carries 
a sense of "failure". This reaction is not only typical in a foreign work environment as volun. 
teers encounter it in developing countries-it is a familiar pattern everywhere, when people
from different cultures and value perceptions meet and have to produce jointly useful work 
results. 

Hence, for the foreign volunteer and his national co-workers and supervisors a tremendous 
opportunity is provided in a work environment for growth as persons and as professionals
beyond their immediate contribution to a particular development project. If partners learn to 
cooperate in multi-cultural work situations and jointly produce useful out-put for the people
they serve, they indeed achieve far more than educating so many youngsters, or providing
health services to so many communities, etc. As important as are visible and accountable 
results, the successful endurance through conflicts in such work environments in itself indi
cates both personal growth of those who persist and the evolvement of peaceful relation. 
ships-even if small-among people from different cultures and nations. 

However, when unsatisfactory work situations cannot be endured, volunteers in all FV Services 
have the option to resign. In some instances they can be transferred to other projects; other
wise they return home early and lose some or all of their re adjustment allowances. Project 
agencies, of course, can also ask for the early removal if the volunteer does not perform
satisfactorily and conflicts can not be resolved. The rate of early terminations, which includes
 
also those for health, family or other reasons, differs among FV Services. During the past

decade some lost as much as 30% of their volunteers-which includes those who left early

because of health or family reasons. The rate now ranges from 2-20%, due to work related
 
difficulties and/or dissatisfaction with the job. Attrition is less among volunteers who are
 
competent in their technical/professional skills and are placed in demanding jobs. Also, even
 
though all FV Services maintain the voluntary nature of their service contract, once a commit
ment is made to the host country that the volunteer will serve for two years, all FV Services
 
endeavour to enforce that commitment.
 

What then is the Foreign Volunteer's Role? Much has been written about this subject, and 
most often he or she is described as a "change agent" or an "anirnateur". Both terms imply
high expectation of the volunteer's capabilities to bring about change or to be that wise out. 
sider who is able to further development through "friendly persuasion". Both descriptions 
presuppose roles on superior levels, of one who knows (the change agent) and the recipients

who do not. Both terms describe only the volunteer's role to others; they do not imply what
 
he or she receives from others. Volunteers themselves are the first to acknowledge ihat their
 
role as "givers" is overestimated: "Who am / that / can go to people in other countries and tell
 
them what to do?" 
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rhe'efore, the old and simpler terms-which also give a clear role distinction-are preferred 

w describe the foreign volunteer as a "learner" and a "helper". Only after the volunteer has 
iveloped a learning attitude and entered a learning process can he or she become in fact a 
"helper". In other words, the "learner" role is a pre-condition, and not an after-thought or 
,y-product, for being a "helper". 

[he "learner" role is not so much concentrated on technical or professional skills as on social 
earning across cultural borders, work learning and personal growth. To be a "learner" requires 
Iconscious action, it is not a "happening". As Manfred Kulessa pointed out: "We have 
Wamed that the educational process in volunteer service is not an automatic consequence of 
mply being abroad. We have to work at it. The process has to be assisted" 6 7 . If the volun
er does not accept his "learner" role and is supported in this denial, the opposite can occur: 

* reinforces old prejudices and creates barriers for understanding, instead of bringing them 
Jown.
 

rhe "helper" function comprehends not only transfer of skills and knowledge but also "con
7ict handling roles, analysis rolc&, job-creation roles, reorganization-of-resources roles" as Elise 
3oulding describes them in a paper to :he International Conference on Volunteer Service for 
leace 87. She also emphasizes the symmetry of volunteer roles as an essential criterion
here are supposed to be no donors or receivers, all are clients. The latter is not the case for 
:V Services, their current role as a "helper" is asymmetrical to the people they serve. 
,urrently, the "helper" is a "giver" and local people are "receivers". Carl Rogers concludes his 
:haracteristics of a helping relationship in "Ori Becoming A Person" 103: 

"• . . the optimal helping relationship is the kind of relationship created by a 
person who is psychologically mature. Or to put it in another way, the degree 
to which I can create relationships which facilitate the growth of others as 
separate persons is a measure of the growth I have achieved in myself. In some 
respects this is a disturbing thought, but it is also a promising and challenging 
one. It would indicate that if I am interested in creating helping relationships
I have a fascinating lifetime job ahead of me, stretching and developing my 
potentialities in the direction of growth . . If we are thoughtfully trying to 
understand our tasks as administrators, teachers, .. vocational counselors, .... 
then we are working on the problem which will determine the future of our 
planet. For it is not upon the physical sciences that the future will depend. It 
is upon us who are trying to understand and deal with the interactions between 
human beings-who are trying to create helping relationships. " 

3Ybeing a "learner" and a "helper", a third role results from the presence of a foreign
*lunteer: a "peaca-facilitction" role. Here, peace is defined as the establishment of common 
bthl24 and the absence of violence4 7 . While the former materializes when the foreign 

flunteer is perceived as a "helper" on the part of the local "recipients", the removal of vio
r. requires more. Facilitating peace structures-and not only peaceful relationships-isw d ,'hlev for example, when the volunteer work results in permanent improvement of self

*liunce of host country citizens, when the dependencies on outside aid are reduced. The con
e isnot "direct violence", but "structural violence" built into systems of dependencies, and 
tklting in lack of self-realization. For example, not only undue economic dep3ndencies
)rly. structural violence" but also continuous malnutrition, as it prevents self-realization. 

,kilri- any foreign volunteer assignment which helps to reduce "structural violence"
4r Rat e s not only peaceful relationships but peace structures. For example, the foreign volun-

W39ho improves employment for economic self-reliance and participation of target popula
groups in their own affairs isbuilding peace. 
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Inus, all three volunteer roles are interdependent, feeding on the actualization of each other: 

Peace jZ Learner, 

Facilitator-- HelperCurrently, none of the FV Services distinguishes these three roles as separate and with differ.
ent priorities, although all of them accept relationships to learning and peace facilitation.All of them emphasize their foreign assistance function as a "manpower supply role"', either to 
fill skill gaps not available in the host country or to extend professional manpower to areas andcommunities not yet served. Thus, the "helper" role is isolated and is the only one which
enters planning and programming considerations and affects the design of work programs and 
field support provided to the individual volunteer. This is clearly an inadequacy in currentpolicies and operations of FV Services. 
The future of FV Services largely depends upon a clearer distinction and identification of
priorities of these three volunteer roles, especially as the "helper"
its old technical assistance form. role gradually diminishes in
volunteers on 

First being a "learner" and then a "helper" places foreigna par with domestic workers in host countries-an important common groundfor future partnership-cooperation. To establish joint "learner"to create new forms of "peace-facilitation" and "helper" roles would meanroles to build self-reliance and interdependence,This issue isdiscussed in detail in a later chapter.
Finally, a fourth role for foreign volunteersdeveloped: the "Ombudsman can be identified which is not yet clearlyrole at home". The policy statements of FV Services express the
need and hope that former volunteers will influence their home societies after they return 
from service abroad. The feedback hoped for is described rather vaguely, ranging from raisingthe overall social consciousness of society to expanding awareness of the needs of poor nationsfor specific development education activities. While CUSOspecific program and WUSC have designated asector to this effort, all other FV Services leave it up to the individual volun.
teer to take up such a duty in his home community. A later Sub-Chapter will review this roleof volunteers. 
Actually there is a common role between foreign and domestic volunteers (as inSTD Services
see Chapter 6)-with the exception that an STD volunteer is an "ombudsman" in his country

up this role 

primarily during his service period. For a foreign volunteer it would not be appropriate to takein the host country, as he is a guest andcountry it is another matter. not a social activist. But in his homeThus, both have a compatible societal role in their respectivehome societies to represent and speak for those in need. 

4. Financial Assistance 
For people-to-people service organizations, financial assistance is not a genuine and separate
Program Sector of FV Services. It only supports the "helper"
further communication role of these Services, it does not
or cooperation between people,related" role. Yet, financial nor facilitate a "learner" or "peaceresources available at a certain point caneffectiveness of a foreign volunteer assignment. 

largely enhance the 

Foreign Volunteer Services have quite different policies towards Financial Assistance Programsand use different approaches to obtain the necessary funds. Others have no such program of
themiselves but assign volun1.teers to projects sponsored by larger financial assistance institutions. 
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First, the Canadian University Service (CUSO) is the only FV Service which conducts a
Financial Assistance Program as distinct from volunteer Work Programs. In principle, CUSO
perceives funds and volunteers as two different types of resources for allocation in accordance 
with needs. In other words, projects are identified and planned on the basis of financial or 
volunteer needs, or both. Primarily, Financial Assistance Projects result from previous volun
teer involvement or observation, or ad hoc needs developing during a volunteer assignment. 

CUSO has three distinct types of Financial Assistance Programs: 

a) Discretionary projects below $500.-contributions which concern small 
projects that can be locally initiated, and examined,, approved and imple
mented by CUSO field officers. No approval from Headquarters is required.
They include support for agriculture, health services, education, community
development, work camps and youth work on a local scale. For example: 
surgery for crippled children in Thailand served by a volunteer doctor, nurse 
training in Ghana, rice mill and store in Sierra Leone, solar energy for
agriculture in Guatemala, village industry development in Bangladesh,
refugee resettlement in Laos, etc. Each project is briefly described on a one 
sheet announcement which is used for fundraising purposes in Canada. In 
other words, discretionary projects are not financed by a large fund, but by
individual fundraising activities conducted by CUSO's Project Division and 
by inviting the involvement of citizens, organizations, businesses, etc. on a 
case-by-case sponsorship basis. For 1973/74 $60,000 were committed for 
more than 100 discretionary projects. 

b) Major Projects require written project proposals to CUSO's Headquarters in 
Ottawa via the respective field officer. CUSO's policy favors innovative,
creative and experimental projects: "The unconventional idea is usually
ideally suited to the local condition, its uniqueness frequently guarantees 
success because it is specifically tailored to a community requirement"
(from Information Leaflet). Major and Discretionary Projects address similar 
areas. Their principal distinction is the larger contribution required, the 
necessity of approval from CUSO Headquarters, and a different source of 
funding. Projects are funded on a host-CUSO shared basis. As of June 1974 
a total of $483,000. were committed for more than 80 projects, often 
covering more than one budget year. Funds come from Grants from the 
Canadian International Development Agencv (CIDA). 

In a similar fashion the Canadian WUSC receives grants from CIDA for 
financial assistance to other student projects in developing countries as 
described in Volume II, Compendium 22. 

c) Project Contracts from CIDA is a third approach to provide assistance to 
developing countries. 

Here, CUSO is the executing agency for three of CIDA's long range and large 
scale projects, such as: 

-CDN $ 1,000,000 for School Reconstruction in Nigeria 
-CDN $ 250,000 for Bangladesh 
-CDN $ 1,100,000 for faculty development at Universities in Cuba 
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In the 1973/74 Budget Year $51,300 were expended against thesecontracts. In all instances, CUSO volunteers are involved locally in therealization of these projects. 

These three approaches to financial assistance reveal two interesting policies to increase theefficiency and effectiveness of FV help: 

The 	Discretionary projects are decided locally, reducing administrative costssignificantly, yet the fundraising in Canada is conducted for individualprojects and thus provides opportunities for citizen involvement-they knowwhom they support-and at the same time 	educates them on development
issues. 

CIDA Grants and Contracts reveal a Canadian policy to provide assistancethrough non-governmental organizations, instead of governmental agencies.The 	argument is that NGO's are more effective in this respect and a largerportion of funds reaches the local recipients and isnot absorbed in administrative overhead. By the way, this concept was recently confirmed by AIDreviews, and the Swedish International Development Authority uses similarpolicies for their financial and personnel assistance. 
Second, the Danish, Dutch and German FV Services have on a few occasions arranged financialassistance from their governments; respective departments for international cooperation, tosupport projects in which volunteers were involved. Funds were primarily used for construc.tion or specific machinery. For example, the Dutch SNV reports such assistance to a Nigerianhospital in the amount of Fl. 700,000. None of the services reports a specific policy-likeCUSO-to conduct Financial Assistance Programs. 
Third, the U.S. Peace Corps applies three different approaches to those previously described: 

a) 	 In Title III of the Peace Corps Act, Section 301 (3), provisions are made toprovide financial assistance to "any international program which seeks toprovide volunteers to serve less developed countries or areas, training orother assistance in order to help such countries or areas to meet their needsfor trained manpower" 
ed 	

Through these provisions, Peace Corps has supportvarious multi-national volunteer programs such as: Multi-national volunteer 	 teams (MVT), regional staff training seminars for DDS in Africa, Asiaand Latin America, program evaluations, and the Special Voluntary Fund ofUNV. Details of this assistance to other volunteer and development servicesare described in Chapter 9. A total of Title III grants assistance was provided
in: 

-Fiscal Year 1973 $345,000 (actual)

-Fiscal Year 1974 $100,000 (actual)

-Fiscal 
 Year 	1975 $350,000 (estimate) 

b) 	 The School Partnership Program is a unique self-help effort by Peace Corpsto raise funds or material support from private organizations or individualsin the US to purchase materials to build schools or other communityfacilities in developing countries. Since 1965 over 1,400 schools, civic groupsand youth organizations in the US have each raised between $200.- to 

324 



Foreign Volunteer Services 

$3,600.- to construct schools or other facilities in more than 1,100 com
munities in over 50 developing countries. Recipient communities provide the 

land and labor to construct the schools. During Fiscal Year 1974 the 

program raised and expended the following funds: 

School Partnership Funds $160,407 = 37% 
Host Country Communities 

= cash and kind contributions $272,117 63% 

TOTAL: 	 $432,526 = 100% 

Normally, volunteers initiate such a project from the field and a small staff 

at Peace Corps' Headquarters conducts the fundraising in the US from 

private sources. This activity presents another example of opportunity for 

citizen involvement through financial assistance. It, too, educates citizens on 

development issues and needs. 

c) 	 Joint Peace Corps/Other Resources Projects: Peace Corps is the only FV 

Service of the group evaluated which has a policy to link the assignment of 

volunteers with financial assistance projects from other institutions. The 

idea, of course, is to increase the effectiveness of volunteers by assigning 

them to third party financial assistance projects. Thus, Peace Corps pooled 

resources with financial assistance projects such as: 

-Relief and reconstruction in Sahel Region: $2,500,000 AID funds for 

a 1-2 year period. 
-Drought relief in Afghanistan with bi-lateral financial aid from 

Australia, Denmark, India, Iran, Japan, US, USSR. 
-Various AID medium-term development projects in education, agri

culture, health, totaling $38,600,000. 
-Lesotho Technical Institute to broaden curriculum to a full Poly

technical Institute with bi-lateral aid from Germany. 
-Various health and rural sanitation projects financed by WHO and 

UNICEF. 
-Relief and Reconstruction projects funded by UNICEF, UNDP, 

OSFAM, Church World Service, Catholic Relief and CARE. 
-Vocational training and agricultural projects funded by ILO and 

FAO respectively. 
-Rrad construction project in Zaire; technical secondary education 

by theand vocational training projects in Paraguay, both funded 

International Bank for Reconstruction and Development with a total 
of $26.3 million. 

Most assistance linkages were successful. Problems concerned: 

* 	 High attrition rate of PC volunteers due to dissatisfaction with a large scale 

project in which other foreign experts dominated. In addition excessive 

bureaucratic red tape and corruption rendered the volunteers ineffective. 

" 	 Cancellation of project on the part of Peace Corps due to neocolonialism 

on the part of UN personnel and resulting disenchantment of volunteers. 
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lending Bank and inadeqltate technical supervisioni which resulted in in

efficient use of the available PC volunteer manpower. 

5. Materials Services 

Sectors for theOnly the Canadian CUSO and the US Peace Corps have separate Program 

development of publications designed as action materials. However, the materials published by 

both Services draw from different resources and address different issues. 

CUSO emphasizes development education in Canada. Publications are developed at CUSO's 
and have titles such as: "Readings in Education".Headquarters with the help of experts 

"Readings in Health", and there is a simulation game for community groups entitled: "The 

International Sugar Conference". The materials are distributed in Canada and used to guide 

individuals and groups in their development education activities, which is a separate Program 

Sector of CUSO. Details oi the development education program of CUSO are described in No. 

6 below, "Feedback at Home". 

Peace Corps manuals emphasize another area: appropriate technology for development. Thu 

program was conceived in 1975 and developed by the PC office of Multilateral and Special 

Programs. It was felt that after 14 years of operations and with more than 63,000 former 

volunteers, each with 2 years of field experience (equal to 126,000 volunteer man-years), 

Peace Corps had aquired a significant body of knowledge concerning the use of limited local 

resources to solve village level development problems. This knowledge was scattered in reports, 

manuals, layouts, training curricula, etc., and not easily accessible for application elsewhere. 

The time had come to retrieve the learning gleaned from a technology that had been proven 

appropriate in many places, and make it available to others. The Manual Service consists ot 

three series: 

a) Joint Peace Corps-VITA Publications, including: 

* Freshwater Fish pond Culture and Management 
* Small Farm Grain Storage 
• Wells Construction 
* Forestry and Conservation in Arid lands. 

b) Peace Corps Publications including: 

• Freshwater Fisheries Program Planning 
* Health Education Techniques
 
" Building Construction
 

c) PC Program and Training Journal Reprint Series including: 

" Health Training Resource Materials 
" Irrigation Principles and Practices 
* Utilization and Construction of Pit Silos 
" Guidelines for Development of a Home Industry 

By issuing these publications as a Program Sector, Peace Corps links itself with the interests oi 

many Domestic Development Services. For example, the "Small Farm Grain Storage" grew 
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Foreign Volunteer Servicesout of a close cooperation
cooperation with BUTSI's "Village 

with the Clubs 4-D in Benin. Currently Peace Corps is discussingTechnology Unit" to publish accounts of each other's 
experience and thus enhance the volunteer services' performance in this field. 

6. Feedback at Home 
All Foreign Volunteer Services hope to make an impact on their home societyreturn from their two years' once volunteersservice abroad. The impact they seek
Rather, they want their experience is more than informing.to reiterate, by practical demonstration, the reason why 
the Service was originally established: to sensitize their society to development needs, to create 
constructive attitudes and action towards worldwide social and economic problems, and to 
initiate, or expand, a process of global learning.Initially, most FV Services expected that active former volunteer groups would be 
point for such activities. But this proved to be futile without a local structure. Most volunteers 
are eager to reintegrate and a focalseek their next career step. Chiefly in
States, two societies with traditions in voluntary service for the public, have former volunteers 

Canada and the Unitedbeen involved on a larger scale and received public attention.a) Peace Corps Service Councils, independent associations offormed in California, Minnesota, North Dakota, Ohio and Utah. They distribute informa. 

former PC volunteers,tion on werevolunteer service opportunities, hoststaging of PC volunteers, educate the public 
foreign visitors, assist in recruitment andon development

home community Projects. 
issues and participate in 

Former Peace Corps volunteers'challenging organizations have also formed political action groups, 
US foreign Policy ormemorable becomingaction involvedat home in domesticwas their involvement issues. The mostConvention in Chicago and their stand against the Vietnam 

in the 

War.

1968 National Democratic 
No national guidance nor funds from Peace Corps Support these groups. Their success as a 

Peace Corps constituency, lobby or as educators of the public depends entirely on volun. 
tary involvement and Support. No figures on the total number isavailable, but in the Los
Angeles area alone 2,000 former PCV's are reported to be enrolled.b) Volunteer work at home, which is not related to their employment isreported in a 1972involved in:

survey of 3,696 former Peace Corps volunteers. 45.6% of the respondents were regularly 
• community groups (31.0%)
* 
 church groups (21.9%)• teaching/education 
(13.3%)
• political activities (8.7%)c) Career choices in social fields is a trend of former Peace Corps volunteers.1972 survey it was reported that 35.5% sought a teaching career, either as regular teachers 

or educational specialists, and 7.6% chose health services. 

In the same 

According to Dr. Harold Taylor120: "Many returned volunteersSchools, colleges and universities brought back fresh and interesting and vital material which 
now teaching in oublic

Otherwise would not be available to the American curricula. . . they have enlarged the hori. 
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zons of American educators and teachers." In a detailed treatment on "The World. 
Teacher" 1 17 , Dr. Taylor stresses the importance of linking the teaching experience of p 4. 
Corps-or for that matter VISTA-volunteers with their future career at home by a"loingcredit for service at colleges and universities and the State certification as teachers He r-p 0 9 
that: "even eleven States grant temporary certificates for returned Peace Corps vOlunPeet 
under certain circumstances, ten States allow Peace Corps teaching experience as a substit 
for the student teaching part of the professional requirements, five States have a policy of 
review in individual cases, four States give partial credit toward either renewal of the certificat 
or toward a permanent certificate' 

d) 	 In Canada, CUSO has in its Local Committees a natural focal point to which former 
volunteers return. Their experience is used in volunteer recruitment, in the first training
phase and in fundraising. But more important-for an impact at home-CUSO conducts, 
special Program Sector of Development Education at Home. It is the only FV Service, 
together with WUSC, to have not only a firm local basis but also a program at home. 

This resulted from the adoption in January 1970 of the CUSO Development Charter, which 
states in its operative paragraph: 

'THEREFORE-individualscommit themselves to strive for the following: 

7) 	 to increase the awareness of the root causes of inequitable development in all 
countries of the world, 

2) 	 to utilize this increased awareness in programmes designed to eliminate these 
inequities; 

3) 	 during their service overseas, by their lifestyles and work, to reflect their 
sensitivity and respect for the values and cultures of their hosts,

4) to recognize that involvement in the development process embraces both 
service overseas and action in Canada; 

5) 	 to recognize that their own country may be culpable in the continuing 
exploitation of one country by another, 

6) 	 to actively identify themselves with all peoples who seek to strengthen rights 
and responsibilities for their country's social development, consistent with 
the United Nations' Universal Declaration of Human Rights. " 

On the basis of this Charter, program goals for development education were devised which 
include: 

* 	 to introduce Third World studies and relationships to domestic issues in 
schools and adult education programs; 

* to effect change in Canadian Government policy in the area of irade/aid, and 
to achieve wider public awareness of the contradictions of Canadian involve
ment overseas; 

328 



Foreign Volunteer Services 

* to effect change in Canadian Government policy and business activity in 
Southern Africa, and to increase support for self-determination and human 
rights in this area. 

When a CUSO volunteer returns home after completion of service, he or she receives a
pamphlet "How to Get Involved in Canada", which lists groups by region, CUSO Local Com
mittees and Regional Offices and their involvement in development education. It states: "Itis our hope that you will continue your involvement in 'development' here at home .... This
is a first attempt to provide you with some information as to groups and activities in Canada
trying to make the voice of the 'Third World' heard here at home. " 

The 	 implementation of the program follows these guidelines: cooperation with others, de
centralization of planning and excution of projects, regionalization of support structure. 

Program activities include: 

1. 	 Establishment of a Regional Network 

2. 	 Promotion of Third World studies in schools and adult education programs 

3. 	 Change of Canada's Trading posture to reconcile the contradictions with 
her international assistance program 

4. Critical cooperation with Southern Africa concerning challenge to trade andbusiness preferences for this region on the part of the Canadian government
and business, support for liberation movements, strengthening of Southern 
African groups at home and abroad 

5. 	 Integration of development education into Canadian foreign assistance and 
international development programs 

6. 	 Special projects, including: Southern Africa Task Force, new techniques to 
reach the public (in cooperation with other agencies), sponsorship of over
seas resource people to come to Canada to conftribu(e from their experience 
to development education. 

CUSO's development education program follows three main policies: 

First, funds should primarily be raised from private sources in order to keep the development
education independent from government regulations. For 1973/74 the budget totaled CDN
$ 36,000.- of which $18,500 were provided by CIDA and $17,500 came from private sources.
For 1974/75 CDN $ 195,000 were budgeted for both program and administrative expenses to 
be raised primarily from private sources. 
Second, educational programs should be current and based on materials specifically devel
oped for this purpose featuring issues raised !y national policies, conferences, foreign visits, 
etc. As previously indicated, materials published so far incluae: "Introductory Reading List", 
"Readings on Health", "Readings on Education", "Simulation Game on the International Sugar 
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Conference", "Zimbabwe-Zapu visits Canada", a folder on Rhodesia on the occasion of that 
visit. Various films are in the planning stage. 

Third, it is CUSO's policy to go to the roots of the causes of underdevelopment at home; one 
step is to testify on overall national policies on crucial development issues before the Canadian 
House of Commerce and the Senate. CUSO was called to four hearings and gave presentations 
on the following issues: 

" 	 Caribbean Trade Tariffs: Political and economic independence 

* 	 Latin America and Pacific: Trade Tariffs 

* 	 Southern Africa: Apartheid 

* 	 Rhodesia: "The Black Paper: An Alternative Policy for Canada towards 
Southern Africa." 

CUSO is the only Foreign Volunteer Service which extends its role as a development agency to 
take on responsibility for comprehensive legislative, executive and educational activity. The 
justification for speaking out and demanding an audience, of course, lies in the fact that a 
significant body of knowledge and experience through long-term volunteer service abroad has 
been accumulated, which endows it with authority to tackle these issues and take a stand. In 
doing so, CUSO as an organization works for the removal of "structural violence" which, 
according to Johan Galtung47 represents a facilitation of peace structures. 

7. 	 Citizen Mobilization and Participation 

This Sub-Chapter is primarily concerned with the encouragement and opportunities a Foreign 
Volunteer Service provides for individual citizens-both at home and in the host country-to 
participate in its activities. This can be accomplished either by participating in various Program 
Tasks of a Service or by working jointly as a host country citizen with foreign volunteers in 
one's own local community development (CD) projects. Citizen mobilization and participa
tion in host communities is, of course, a primary goal of CD projects. 

The primary distinction between citizen mobilization and participation in FV Services and 
Domestic Development Services concerns the involvement of two different nationalities of 
citizens in the case of the former, those of the home and those of the host country. 

Table 65 disp!ays areas of citizen participation in Foreign Volunteer Services, distinguished 
by involvement of their own nationals (N) and their host country's citizens (H). The plus (+) 
indicates participation, a minus (-) no involvement in the respective program area. 
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TABLE 65. CITIZEN PARTICIPATION IN FV SERVICES 

CUSO DUU DED SNV PC UNV
Program 

Areas N H N H N H N H N H N H 
1 2 3 4 5 6 7 8 9 10 11 12 13 

Volunteer 
Recruitment/
 
Selection + - - - - - - + -


Volunteer
 
Placement - + - + - + - + - + - +
 

Volunteer
 
Training + +a) - +b) - +a) - +a) + +b) - +a)
 

Work Programs: 
_Planning(c) - + - + - + - + - + - _ 

-Joint Work(c) - + - + - + - + - + - + 
-Supervision(d) - + - + - + - + - + - _ 

Financial Projects + + - + + - -

Materials Services + . . . . . . . + -  -

Development 
Education 
at Home + +e) . . . . . . + - I -

Local 
Constituencies 
at Home + - + - - -

Supervisory/
 
Advisory Board
 
of Service:
 
-members + - + . . . . . . . . .
 
-former 

volunteers + - + - + - . . . 
-citizens/NGO's + - + - + - + - + - - -

Explanations for Table 65: 
a) Host country citizen participation during last phase of training only, which takes 

place in project countries. 
b) Host country citizen participation in all phases of training as they all take place in 

project countries. 
c) Participation of host country citizens in volunteer work program planning and joint 

work only concerns community development projects developed locally. No involve
ment is reported from local community services such as: health, nutrition, home 
economics, etc Joint work is primarily restricted to construction and improvement 
of rural infrastructure. 
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d) 	 Host country citizens are only occasionally involved in supervising local community 
development projects. More frequently, they participate as local staff in the FV 
Services' field offices. 

e) 	 CUSO invites host country citizens to participate in their development education 
programs in Canada. 

Table 65 indicates that opportunities for both national and host country citizen participation 
varies significantly among FV Services. Encouragement of citizen mobilization and participa. 
tion largely depends on: 

1. 	 A membership structure which is the most important feature to open up an 
organization toward this goal, as CUSO demonstrates. 

2. 	 Local constituencies groups, committees at home who can support various 
program tasks. 

3. 	 The delegation of volunteer training to host countries which encourages the 
participation of their citizens. 

4. 	 Work projects which are identified and planned by local communities, in 
contrast to those of National Development Plans. 

5. 	 A low profile of FV Services field offices representation and administration. 
The less foreign staff the more local participation. 

6. 	 The variety of Program Sectors developed in an FV Service, which go 
beyond volunteer Work Programs as they extend opportunities for citizen 
participation. 

7. 	 The bi-lateral or multi-national nature of FV Services; the multi-national 
UNV clearly provides less opportunity for citizen mobilization and obvious
ly does not encourage it through specific program features. In the group of 
bi-lateral services, those which are non-governmental and have some private 
funding sources are more inclined to citizen participation than those depend
ing solely on governmental funds. 

CUSO provides a good example of an FV Service which needs citizen participation for its very 
existence and has used it to the advantage of a sound program. CUSO is also the only FV 
Service which has a host country citizen participation "in reverse", in their development 
education program in Canada. 

Overall the government sponsored FV Services provide currently less opportunity for citizen 
mobilization and participation both at home and abroad than Study-Services and STD Services 
in developing countries. A closer cooperation with them would surely enhance this important 
task of FV Services. 
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ACHIEVEMENTS 

There is one principle difference in assessing the performance of Foreign Volunteer Services 
and those of Domestic Development Services (DDS). While DDS achievements must be consis
tent with the causes and needs originating at home, FV Services respond to development needs 
inforeign countries and learning needs at home. 

Up to the present time, Foreign Volunteer Services have emphasized foreign causes and needs 
and not at all-or to a very limited degree-their home causes. This imbalance in the reason for 
their existence renders FV Services weaker than DDS-since currently they depend solely on 
a foreign country's interest for cooperation and are exposed to the changing winds of foreign 
nnd international politics. 

It is timely here to recall that the effectiveness of any type of Development Service is deter

mined by a program output which: 

1. 	 meets the needs which result from societal problems, but also 

2. 	 eliminates or modifies the underlying conditions which created the problem 
in the first place. 

However, because FV Services perform in response to societal conditions in a foreign country 
they have certain limitations, and require a two-way approach for the assessment of their 
porformance. 

1. 	 The extent to which FV Services fill manpower gaps in developing countries 
is not determined by the actual needs existing in those countries, but by the 
number and qualifications of volunteer requests received. 

Further, as foreigners, they have no mandate to eliminate problems caused 
by certain societal structures-this would represent an interference in in
ternal matters. However, they can contribute to modifying the negative 
effects of such causes, can take "the sting out of them." For example: 
FV Services cannot work for a land reform and redistribution of land owner
ship, but they can help small farmers already settled on new land, can 
support farmers cooperatives, education and training, rural job creation 
through self-employment, etc. Thus, by supporting such sub-structures they 
can help to create a "buffer zone" between the individual and the overall 
societal structure which causes the problems. This clearly goes beyond the 
mere filling of skill needs, yet is directed toward permanent development 
and modification of causes without interference in the internal affairs of the 
host countries. 

2. 	 The extent to which FV Services in their home country 

a) 	 meet the needs to learn more about developing countries, their people 
and culture, learn more about development issues and global problems, 
and, 

b) 	 help to eliminate the roots of ignorance, and change national policies 
toward developing countries, which are in conflict with their efforts for 
self-reliant development. 
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In other words, in their role as a foreign assistance agency FV Services primarily fill skill rree(Is 

and contribute to the modification of the harsh impact of underand-at best-can "buffer" 
role 	as a service for development atlying causes of underdevelopment. In contrast, in their 

home they not only fill needs but must primarily tackle the underlying causes of ignorance or 

indifference. 

of FV Services in developingof the Quantitative PerformanceTherefore, the assessment 

countries is restricted to two indicators: 

* 	 coverage of taget population 

* 	 proportion of technical/professional services provided to local communities 

in comparison with needs: 

a) 	 for consumption: nutrition, health, housing, care for the sick, elderly, 

handicapped, etc 

b) 	 for production: education, skill training, farming, crafts and small 

industry, marketing, transportation, utilities infrastructure. 

Other indicators, applied by DDS, of geographical and overall population coverage say little 

Sarvices as they depend on volunteer requests fromabout quantitative performance of FV 
developing countries. At best the requests show the extent to which the help from foreigners 

is desired and they indicate a favorable image a service has portrayed in being able to respond 

to manpower needs. So far, all FV Services have been able to meet these needs both in terms 

of numbers and qualifications of volunteers. The exceptions lie in occasional requests (or 

highly specialized professional volunteers which cannot be fulfilled. In contrast, most services 

report more applications from volunteer candidates than job openings for assignments. For 

example, Peace Corps-which accepts all applications and maintains a pool of candidates

reports a large disparity between the 6,530 volunteer requests from developing countries and 

the 30,159 applications for assignments. This confirms that the geographical and population 

coverage is primarily determined by requests from developing countries and not by the 

Service's performance. Only if thire are more volunteer requests--and consequently the avail

able funds become the limiting factor-is a situation created where a Service has multiple 

choices and, therefore, performance can be assessed. None of Lhe FV Services reports such a 

condition. 

The coverage of target population is another matter. Target groups are composed ot sectors Ui 

a population in a developing country who are most affected by the causesof underdevelopment 

Whether these groups are in fact reached is indicated by the types of projects and their relation 

Services which undertake non-formal education in 
to 	local communities. For example, FV 
rural areas or urban slums indicate better coverage of target populations than those which 

In the schools they chiefly reach those already privileged to occupy
primarily work in schools. 

group which has no hope for
the few student places-and not the 50% or more of the age 

formal education or skill training. Only in instances where volunteer teaching in formal educa

to 	the actual permanent extension of schooling to underprivileged pupils who
tion 	 leads 

speak of effective coverage of target population in formalonepreviously were left aside, can 
that 	DED is more effective in reach

education situations. To complete the example, it seems 
nonvoiunteers are assigned to 

ing 	the target population in its education program as most 
and 	 probably CUSO,

formal educational activities. In contrast, for example, Peace Corps 
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assign teachers primarily to formal educational institutions and are thus less effective in cover
ing the groups that most need their help. None of the FV Services regularly applies this indi
cator of coverage of target population to report the effectiveness of their performance. 

The second quantitative indicator of performance is the proportion of technical/professional 
.,vicas provided to local communities in comparison with needs: 

a) for consumption 
b) for production. 

As with STD Services in developing countries, professional services to improve production and 
income earning opportunities are-in the long term-more important for self-reliant permanent 
development than for consumption, provided, of course, that the minimum nutritional and 
health requirements are met by the countries themselves or through outside charity or tech
nical assistance. It is interesting to note in this connection that Peace Corps, with a significant 
program sector in disaster relief, emphasizes reconstruction and prevention rather than first 
aid. Overall, FV Services provided technical and professional manpower to consumption and 
production projects in the following proportions: 

Percentage of Volunteer Manpower assigned to: 
Consumption Production 

CUSO 24% 76% 
DUU 27% 73% 
DED 35% 65% 
SNV 35% 65% 
PEACE CORPS 27% 73% 

This confirms the production orientation of FV Services and their effectiveness in serving self
reliant development. 

The US Peace Corps is the only FV Service which has attempted to assess the number of per
:ons served during a twelve year period from 1961-1973(2b). By Program Sector they 
identified those served directly and the additional beneficaries as follows: 

Peace Corps Accomplishments by Program Sector 
1961-1973 

Number of People Served Additional 
Program Sector Volunteers Directly Beneficiaries 

-Agriculture &
 
Rural Development 5,022 471,530 1,565,000
 

-Business & Public
 
Management 414 31,000 674,000
 

-Education 15,770 2,181,136 1,282,000
 
-Health 2,534 7,023,155 6,017,000
 
-Urban Development
 

& Public Works 1,162 315,599 856,000
 

TOTA L: 24,902 10,022,480 10,394,000 
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This represents a volunteer:direct "receiver" ratio of: 

-Agriculture & 
Rural Development 1: 94 

-Business & Public 
Management 1: 75 

-Education 1: 138 
-Health 1:2,772 
-Urban Development 

& Public Works 1: 272 

The ratio indicates that development oriented production projects have a smaller "outreach' 
and multiplier effect than consumption type projects. This makes it the more mandatory for 
production oriented projects to actually reach the target population-if the limited volunteer 
manpower is to be invested most effectively in areas and at places where they produce the best 
results. 

The Qualitative Performance of FV Services is indicated by the level (volume) of Program 
Output (Inputs and Tasks) in comparison with objectives, needs and causes. But for various 
reasons, the assessment of quality of performance of FV Services is even more difficult than 
those of DDS. 

First, while all FV Services have introduced some fcrm of regular reporting from volunteers and 
staff in the field, this feedback is concerned with descriptions of project activities, problems 
encountered, personal well being of volunteers, etc. None of the feedback is designed to pro. 
vide regular data in relation to development needs or causes in order to arrive at some indicator 
of overall performance. 

Second, most of the volunteers' work achievements are "hidden" in the larger development 
project of which they are a part. Their contributions cannot be isolated from those of other 
sources. Thus, the success of the overall project to which an FV Service contributed indicates 
the effectiveness of their program as well. 

Third, as with DDS much of the Program Output of FV Services cannot be measured in quanti
tative terms-or on!y by applying complicated methods which would not necessarily reduce 
the margin of errors. Change of work or life style and attitudes are almost impossible to ascer
tain, apart from the probability that they occur much later when nobody is able to trace them 
to a volunteer's contribution. With the limited means of FV Services, even the learning of skills 
is impossible to evaluate in terms of effectiveness, if the students are not tested at the end of 
the training period and followed into employment. 

Hence, the analysis of qualitative achievements of FV Services is based on seven groups of 
descriptors which relate Program Activities to needs and causes. 

1. 	 The extent to which volunteer work project design give priority to: 

a) 	 service of the target population 

b) 	 support to production/income earning projects 

c) 	 help to maintain minimum health and nutrition standards for target 
population-provided no other assistance is available 
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d) local community participation leading to self help, thereby planning to 
remove the "structural violence" from underdevelopment and facili
tating peace. 

DED, with its detailed "Guidelines for Project Assignments", realizes best the investment in 
work program planning and design which leads to allocating the limited volunteer resources to 
serve target populations. SNV and Peace Corps also aim at the poorer section of population 
but with less clear targets. In contrast, it seems that CUSO lacks a goal oriented project policy, 
eccepting local requests at face value as an expression of needs. 

No FV Service reports a clear distinction in policy priority between "production" and "con
sumption" assistance with the former aiming at self-reliant development of target groups. 
DED emphasizes social over economic development projects, implying that the former serves 
the mobilization of target groups better than the latter. 

All FV Services emphasize community self-help but there are no data or reports registering 
results in this respect. One can only assume that the community development programs of 
CUSO and Peace Corps, which differ from those of the continental European Services, achieve 
ahigher degree of citizen participation. The Anglo-Saxon concept of community development 
rmphasizes organization of self-help schemes, primarily ademocratization process. In contrast, 

European services perceive community development principally as the provision of technical 
assistance to improve the economic basis, infra-structure, public services in local communities
and not necessarily requiring citizen participation. Thus, while the first approach requires a 
"participant", the second can do with a "recipient". 

No FV Service identifies the inter-relationship of their planning effort of work programs and 
their role as facilitators of peace-related structures. 

2. 	 The extent to which volunteer work assignments in fac't result in improve
ment and/or expansion of: 

a) 	 local production in agriculture, crafts and small scale industry, services, 
and marketing 

b) 	 local employment opportunities both for hire and self-employment 

c) 	 access to education and skill training 

d) 	 equal distribution of income on the local level 

e) 	 local structures, institutions or regulations, which-after the volunteer 
has left-permanently improve conditions listed under 2(a)-(d) 

f) 	 opportunities for local citizens to participate in their community affairs 

g) 	 capability to communicate with persons from other cultures and/or 
nations on the part of both the local citizens and the foreign volunteers 

Thus, the extent to which FV Services follow the above indicators also describes their peace
related role. Improving and expanding in fact these conditions implies that a common truth 
has been established between the foreign volunteer and the local "recipient" and-more 
important-some part of the "structural violence" which prevents the materialization of peace 
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has been removed. In sensibly streamlining their volunteer work assignments FV Services in 
fact facilitate peace. 

Most FV Services emphasize support for local production and access to new educational
opportunities. An exception is UNV, which is restricted in its active project policy to UN.financed projects and to UNDP project objectives. The latter are often in conflict with theobjectives of UNV as isexplained in Compendium No. 26 of Volume II. 

Overall, the performance of FV Services could be even more improved if they were moreselective and would assign volunteers chiefly to projects which serve local communities in
education, training, farming, crafts, small industry, marketing, transportation, utilities infra.structure-in short projects which improve local production and thereby enhance self-reliance;
this, of course, after minimum health and nutrition needs are met. Volunteer assignments,
however, such as in city planning, in public or business administration and large scale industrial
projects reduce the overall effectiveness of FV Services in comparison to priorities of needs.In comparison to other foreign assistance personnel assignments, like those of technical experts
of comparable qualifications, FV Services overall are more effective as they reach target groups
directly and primarily give production aid on the local level. 

As pointed out earlier, FV Services cannot change systems, but they can ameliorate theirnegative impact. A more equal distribution of income can only be achieved indirectly through
support of income earning local projects such as: land settlement schemes, cooperatives, educa.
tion and training, employment creation, etc. FV Services are aware of this, but no reports are 
available on the extent of their achievements in this direction. 

FV Services are rather weak in encouraging or developing citizen participation opportunities
especially when compared to STD Services. It should be noted that all FV Services emphasize
this participation-unfortunately no data are available on how many community projects have 
continued after the volunteers have departed. 

Finally, to develop the ability to communicate with persons from other cultures is a dominant 
concern throughout all Program Tasks of FV Services, starting with the selection of tolerant,
stable but flexible volunteer candidates. In-country training, learning of local languages,engaging in country/cultural studies, host country supervision, etc., all of these program
features aim at cross-cultural learning in the hope that communication and understanding will

develop. Judging from the statements of a significant number of volunteers i.e. "that they have
learned more than helped" and from the fact that volunteers now are more concerned with
the social causes of underdevelopment and prefer projects related to people rather than technology-all of this indicates that volunteers have developed an understanding and solidarity

across cultural and national borders. But there 
are also frustrated volunteers whose SLISpicions

and cultural prejudices become reinforced. No data are available on either result but judging
from volunteer statements and involvement after they return, the group developing acommon
 
truth with people from other cultures, is the largest. 

The extent to which host country citizens develop an understanding with the foreign volunteer
is even more difficult to ascertain. The national officials, who deal with the coordination of
foreign volunteers, have for the most part, developed an excellent communication and solidunderstanding-otherwise FV Services would not continue to receive volunteer requests. Judg.ing from interviews with officials from DDS, foreign volunteers overall have developed a better
communication and understanding with local people than the representatives of their Service 
and other foreign experts (see also Chapter 11). 
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3. 	 The extent to which volunteers are integrated into the project hierarchy and 
maintain a status and living style comparable to national colleagues. 

Overall, foreign volunteers have difficulty integrating themselves in local projects-especially 
when they are assigned in larger groups. The higher their pay and the more "western status 
symbols" (like cars, well equipped living quarters) they display, the more they are distinguish
cd by status and style from their national colleagues. It seems, that in this respect CUSO, 
WUSC and Peace Corps volunteers are better integrated than those from DED, DUU or SNV, 
because of the latter's higher pay and related lifestyle. All FV Services reported the problem 
stemming from their volunteers forming their own clusters, especially when assigned in larger 
groups. The German volunteers appear especially coherent as a group in their respective host 
countries. This image is enhanced by the internal DED structure for volunteer participation in 
decision-making which requires the organization of volunteer groups in each project country. 
In DED's case we see a basically important and positive feature of the internal operations of an 
FV Service in conflict with another positive feature of work program effectiveness. Late 
reports from DED indicate that it now plans to have host country counterparts participate in 
the DED group meetings in an attempt to bridge this gap. 

4. 	 The extent to which FV Services maintain a low key representation and 
administration in host countries, including staffing pattern compatible 
with the Services' philosophy and the status and style of similar national 
institutions. 

Currently, most field representatives of FV Services are charted in their field offices' adminis. 
trative structure, staff pay and consequent status and living style, by the sending country's 
regulations and pay scale. Thus, the appearance of an FV Service as an institution is that of a 
foreign assistance agency, representing "givers", rather than that of an equal counterpart. 

CUSO reports the most effective approach, as it does not maintain offices but only assigns 
Eingular staff responsible for volunteer support in a group of neighboring countries. CUSO 
field officers are charged with only a few administrative matters and therefore can focus on 
CUpport for the volunteer's work. DED, Peace Corps and SNV provide contrasting examples of 
rather large field offices with a strong administative profile. They portray the image of 
representation" of a foreign agency. Respondents from Domestic Development Services 

referred to those facts in interviews which are discussed in Chapter 9. 

5. 	 The extent to which the distribution of authority and the organizational 
structure in FV Services permit a results-oriented management and adminis
tration, indicated by: 

• clear distinction between executive authority and supervisory power 

minimum number of regulations required for implementation and/or 
enforcement of guidelines 

provision of governmental funds with minimum budgeting, approval 
and reporting iequirements 

delegation of responsibilities and participation in decision-making on 
the part of volunteers and staff 

339 



* reduction of staffing hierarchy to a minimum 

* use of volunteer and similar tested resources for staffing pattern 

* direct communication lines between the decision-maker and imple
mentor, and redu;tion of intermediate approval stages and overlapping
responsibility for management of action 

* maintenance of overlapping responsibilities for creative functions and 
the management of ideas. 

Achieving an authority and organizational structure which permits results-oriented manage.ment is one of the problem areas which most influences the effectiveness of FV Services. Forexample, when supervisory institutions assume executive functions they gravely hampereffective and efficient management (DED, SNV). In many cases governmental support resultsin complex administrative procedures of budgeting approval, record keeping and reporting thatprevent efficient (less costly) management and an effective concentration on the program'sresponse to needs. This is true in varying degrees for DED, DUU, Peace Corps and SNV. 

Participation in decision-raking is best accomplished in DED and CUSO. The DED example ismost remarkable. As a service completely dependent in supervision and funding on governmentauthorities, DED has ceated a "quasi-membership" structure through its participation indecision-making provisions. DED has also the most remarkable and expansive sets of regula.tions and guidelines. It is due to the project guidelines and socio-political principles that DEDhas changed the priorities to include target population groups, and greatly improve theeffectiveness of the volunteers' work. Unfortunately though, the sum total of regulationswhich govern DED has increased so dramatically that-together with the severe dependencyon supervision and administration-DED ;s in danger of fulfilling Parkinson's Law of perpetua.tion of self-administration to the detriment of its role in outside action. In other words, thecurrent distribution of authority and organizational structure is incompatible with DED'sobjectives, and the mandate to eliminate causes of underdevelopment furnishes an excellentexample of how two specific Program Inputs can reduce the overall effectiveness of a Servicewhich otherwise shows exemplary performance in Program Tasks. 

Other governmental dependent Services (DUU, Peace Corps, SNV) show varing degrees of thesame problem. CUSO has the most clear distribution of authority and a simple organization
which indicate a moe effective management-also confirmed by the lowest costs per volunteer
 
man-year.
 

6. The extent to which FV Services have a local basis at home, throughmembership or local committees, providing a balanced support for the two
fold foreign and domestic mandate. 

The results of this evaluation indicate that FV Services need a strong local home basisprovide the necessary continuum of support and 
to 

guidance through all changes of needs inforeign countries and at home which effect program and institutional structure. This willbe even more necessary in the future when the increasing interdependence of nations will haveits affect on the foreign assistance activities of FV Services. Only CUSO and WUSC have aclear"home base" in membership and Local Committees. All other FV Services "float" somewhatabove ground, lacking the local constituency so important for guidance and support. 
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7. The extent to which former volunteers become involved, and FV Services 
conduct a program at home, affecting: 
a) global/or development education in schools and non-formal educational 

activities 

b) involvement of foreigners in community service at home 

c) support for development policy issues and contributions to solutions in
th legislative branch of government 

d) citizens/community support for the service abroad, including fund
raising for financial assistance projects 

e) continued involvement in other forms of volunteer community service 
at home. 

All FV Services report a feed back policy to that effect but only CUSO-and WUSC for thatmatter-have defined a comprehensive program at home. CUSO has the most comprehensiveprogram that translates all areas of its nandate into action to attack the problem of underdevelopment from all angles. In this respect, other FV Services are rather timid. DED onceattempted a development education activity at home but abandoned it because of lack of sup
port from supervising authorities. 

Peace Corps is the only other FV Service which reports small scale activities through localPeace Corps Service Councils. But these Councils are independent from Peace Corps, receiveno support and rarely feed back their experience to the organization. 

There is no doubt, that an inter-relationship exists between a sound program at home andabroad. In the future FV Services will especialiy need this program basis at home in order toexpand on a broader range of development cooperation
basis, including services in reverse. 

activities on an equal partnership
The more the one-directional foreign assistance rolediminishes, the more important will be a two-way Foreign Volunteer Service cooperation/

capability. 
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CONCLUSIONS ON EFFECTIVENESS 

The change in magnitude and nature of the conditions of underdevelopment, affecting peoplein developing and industrialized countries, evidences the effectiveness of Foreign Volunteer 
Services. 

Indicators include: 

1. 	 Number of people serviced through production-oriented projects: 

-education of those with no access to formal schooling 

-skill 	 training at all levels immediately linked to employment 

-employment support and expansion through family farming, crafts, small
scale industry, cooperativps, marketing, utilities infrastructure. 

2. 	 Number of people serviced through consumption-oriented projects in areas
where no national programs obtain and people live below minimum stand
ards, especially where health, nutrition, service of the handicapped and the 
deprived are concerned. 

3. 	 Number of local citizens actively participating in and/or conducting pro
duction and consumption type projects. 

4. 	 Number of institutional set-ups, projects or improvements in local com
munities continuing after the volunteers have departed. 

5. 	 Number of volunteers requested on a regular basis for crucia!'areas of needs 
as indicated above. 

6. 	 Ratio of volunteer income in comparisoq p equ;vailent national. 

7. 	 Attrition rate: ratio of volunteers terminating early, especially those leaving
because of problems on the job. This attrition rate isa chief indicator of the
effectiveness of internal operations of FV Services, i.e. volunteer selection,
training, job placement and enforcement of the voluntary commitment to 
serve for two years. 

8. 	 Staff:Volunteer Ratio, and ratio of operational:administrative staff, indicat
ing the effectiveness of management and supervision. 

9. 	 Ratio of former volunteers participating in development education activities 
at home. 

10. 	 Ratio of former volunteers continuing volunteer work in various forms at 
home. 

11. 	 Ratio of former volunteers with no previous career commitments, continuing
their education and/or taking up social professions. 
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12. Ratio of former volunteers continuing in development work with new overseas 	 assignments directly serving target populations and self-reliance, re
moving "structural violence". 

13. 	 Coverage of development education programs at home by: 

* 	 geographical regions 

• 	 number and age/profession profile of population 

* 	 development issues affecting attitudes, economic and political behavior. 

14. 	 Number of times an FV 	Service spoke out publicly on development issues
based on its experience, or received a hearing either by parliament or public
media. 

Thus, an effective Foreign Volunteer Service ischaracterized by the following features: 

1. 	 An institutional structure which:
 

a) clearly distinguishes between executive and supervisory functions
 

b) 	 supports local members or committee basis in the home country 

c) 	 permits participation of volunteers and citizens in local activities, super
visory functions and program policy decisions 

d) 	 restricts the support role of governmental agencies to the legal mini
mum of control and influence in decision-making. 

2. 	 Volunteer recruitment, selection, training and placement which: 

a) 	 draw on human resources from all geographical areas, cultural groups
and different walks of life in the sending country 

b) 	 give priority to personal and skill qualifications compatible with tech
nical assistance and partnership-cooperation needs 

c) 	 direct the volunteer's attention early to his potential future job
 
assignment
 

d) 	 conduct training as much as possible in project countries with the 
collaboration of national staff 

e) place volunteers in assignments assuring compatability with skill back

ground, and a full workload. 

3. 	 Volunteer Work Programs in developing countries which emphasize: 

a) 	 self-reliant development of marginal target groups through production
oriented projects supporting out-of-school education, skill training 
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related to employment, employment creation 
expansion and self-employment on the local level 

through production 

b) improvement of below minimum living conditions of marginal targetgroups through consumption-oriented projects, i.e. health, nutrition,
housing, if they cannot be provided by national resources 

c) citizen participation-in contrast to "receiver" 
activities and volunteer work supervision 

roles-in local project 

d) intermediate and appropriate technology which applies local resources 

e) volunteer income and living style compatible with those nationals of 
equal background 

f) low profile of FV Services' overseas administrations including staffing 
patterns compatible with those of nationals 

g) volunteer support structure concentrating on their local integration,professional performance and cross-cultural communication with host
country people, rather than on volunteer payments, supply of con
sumer goods and financial administration. 

4. Financial Projects-where permitted-which emphasize: 

a) fundraising at home from non-governmental groups and individudlcitizens, which relates the development concern to specific projects for
which the money is raised and thus educates the public 

b) small scale projects 
and not institutions 

in local communities which directly serve people 

c) projects 
reliance. 

which expand on the volunteer's work and promote self

5. Programs at home which: 

a) encourage the returned volunteer to participate and disseminate his orher experience with people and situations affected by underdevelopment 

b) cover: 

* all geographical regions 

" key population groups like school-age children and youth, parents, 
legislators, businessmen and women 

* issues of underdevelopment where behavioral patterns, business 
and foreign policies in industrialized countries can make a differ
ence in remedying problems of underdevelopment 

c) affect learning, legislation and trade/aid. 
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6. 	 Management structure and procedure which emphasize: 

a) 	 planning toward targets of program output 

b) 	 direct lines for decision-making and enforcement (command/control)with overlapping of functions and responsibility restricted to areaswhich affe:t creativity and management of ideas (for example policy
development, planning) 

c) 	 minbmum of committees, task forces, guidelines/regulations and written 
memoranda 

d) 	 as much delegation of authority and responsibility as possible to thefield, to volunteers and local communities 

e) 	 supporting role of administration in contrast to a determining role, andwhich satisfy the legalminimum requirements for supervision andcontrol, but resist undue requirements for approval, record keeping or
reporting. 

7. 	 Reporting and feedback procedures which record the Program Output interms of targets. Currently volunteer and staff field reports merely describework programs, problems encountered, give impressions of volunteers'performance and their well-being. No achievements of targets are reported inpublications of FV Services. Possible indicators of target achievements arelisted at the beginning of this Sub-Chapter. If such data would be reportedon a regular schedule, achievements could be identified in terms of numbers,level of improvement and time. Comparxn of such data overperiod would a longertruly help policy makers and managers to conduct effectiveand efficient Foreign Volunteer Services.
 
This concludes 
 the assessment of the organization and role of Development Services. A discussion of major policy issues for improvement ot their effectiveness follows in Part III of this 
report. 

In sum, Foreign Volunteer Services aare bridgecountries, facilitating direct people-to-people between industrialized and developingencounter and cooperation. Thei reach to aSignificant degree those target population groups left aside from the mainstream of development effort. Over the years
parison 

they have improved the effectiveness of their programs in comto the needs for self-reliant development and, thereby, to the facilitation of peaceful relationships and peace structures. In comparison to other foreign assistance institutions,assigning personnel on a long term basis, FV Services have the best potential to be responsiveto future requirements of cooperation under the changing conditions of international relations.Thus, Foreign Volunteer Services have a capability to maintain the 	bridge between peoplefrom developing and industrialized countries, even if the needs and nature of programs change. 

This concludes PART II on the assessment of ORGANIZATION AND ROLES OF DEVELOP-MENT SERVICES.
Mobilization of human

The assumption was that they can make a significant contribution to theresources. At the outset,the question was raised: How effective are 
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Development Services in furthering the self-development of people and stimulating iheL part
pation of citizens in local and national development? And. To what extent do services provd,
new and flexible means for skill training and work/service experience, experiential education
and employment preparation, supply of technical, social and professional manpower, and for 
bridging the cultural gaps between tribes, nations, the urban and rulal, the rich and the Pcmr?
Findings and conclusions to these questions were made at each instance with respect to the
causes/needs and objectives, the program activities and the overall performance of the various
services. For this study it would serve no purpose to further summarize here the findings and 
narrow them in order to arrive at some overall conclusions and recommendations. Instead an 
attempt is made in the next PART III to broaden the discussion into three major POLICy
ISSUES which-it is hoped-will help to project the societal role of Development Services into 
the future. 



PART III
 

POLICY ISSUES
 



Three major policy issues have emerged from the analysis of the four categories of Develop. 
ment Services. They affect both their future societal role and their effectiveness: 

1. Recurrent development education 
2. Employment-oriented development 
3. Citizen mobilization and participation 

The principle objectives of all Development Services have been found to be threefold: 

* 	 to fill immediate needs of people and communities 

" 	 to change the conditions which caused these needs 

• 	 to alter individual and societal attitudes and behavior which prevent needed 
changes. 

The response of Development Services to the immediate needs of people constitutes a "holdin 
position" since it merely fills current gaps. More important is the objective to alter or eliminate 
the underlying structural conditions which caused the problems in the first place. These causes 
manifest themselves in the societal systems of education, employment and participatory 
government. Thus, the future of Development Services depends on their relationship with 
these major societal systems. 

The considerations in the following Chapters 8, 9 and 10 will first, discuss the overall problem, 
second, describe the current and potential role of Development Services related to this problem, 
and third, identify elements which are considered essential for an effective role in education, 
employment and citizens' participation. Suggestions for improvement of Development Services 
in the policy area complete each Chapter. 
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RECURRENT DEVELOPMENT EDUCATION 

Education as a societal effort has produced a system deeply imbedded in the cultural heritage
of a country, that is a primary subject of political philosophy and also a vehicle to exertpower. In other words, from a historical perspective educational principles, priorities and programs differ largely among nations. Yet, since the Second World War 	and the ensuingchanges, common problems and needs occurred that cut across cultural and political bordersand which opened worldwide discussion and action. Following is a brief treatment of theconcept and strategies of Recurrent and Development Education with a discussion of the
implications for Development Services. 

THE 	ISSUE OF EDUCATION 

First, Recurrent Education is a principle underwritten by all member countries of the UnitedNations. It resulted from the critical examination of existing education systems in relationwith the 1970 U.N. International Education Year. In the report on "Recurrent Education-
Trends and Issues" 10 OECD listed several following weaknesses of conventional education: 

1. 	 Confidence in the effect of education and educational reform has declined 
over the past years. 

2. 	 The complexity of relationship between education and other social trends
 
has increased.
 

3. 	 There appeared a lethargy of willingness to rethink the orthodox structures 

of education in order to eradicate their weaknesses. 

4. 	 Weaknesses of education were cited as: 

lack 	of success in meeting changing needs of youth, particularly 
adolescents 

* 	 failure to cater adequately to the needs of adults 

* 	 disappointing impact on redressing inequality 
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absence of an adequate framework for integrating theory and 

practice 

* indifference to the changes in the world of work and employment. 

Recurrent or Permanent Education aims at the right and access to lifelong education for allpeople irrespective of their level of previous schooling or social standing. More precisely,
Recurrent Education does not intend replace theto whole education system (as the de.schoolers advocate) 6 1 but provides alternative edcational opportunities by radically modify.
ing the system toward: 

* access to education at any age 

• availability of education at various periods of an individual's life 

* plurality of education at various places and levels. 

The idea is not to prolong the current traditional education even further, but to remove theconcentration and specification of full-time education during one's younger years and to opennew educational opportunities I.-.er in life as skill needs become more specific and/or pro.fessional, and social and cultural interests change. In other words, periods of education are"sandwiched" between periods of work during one's lifetime-even through retirement. 

Another principle concerns the removal of barriers between "formal" education and the "non.formal" out-of-school and adult education sector. A change of admission policy and gradepromotion is required to provide this access to further and higher levels of education on the
basis of possession of knowledge and skills, irrespective of whether they were obtained throughclassroom attendance, "non-formal" training or work experience during employment. In sum,it concerns vertical linkages between various levels and types of education, and horizontallinkages between "formal" and "non-formal" education on the one hand, and the employment
system and other societal forces on the other. 

A third principle is related to the equality of educational opportunity through fairer and moreeffective deployment of educational resources. Equality isa problem not only within the same age group, the rural and urban population, but also between the generations, .different tribes,

sub-cultures and between sexes.
 

As the OECD report statest447 : . fairer, because the provision of opportunities on arecurring basis permits a continual redressing of inequities, and more effective in that it allowsexpenditure and attention to be directed to where the society, the local community and the
individual most need them. " 

In its 1972 report "Learning To Be" UNESCO proposed:159 "... lifelong education as amaster concept in the years to come for both developed and developing countries. " The report
pointed out that for centuries educational development followed economic growth but thatsince the end of the Second World War-"education has become the world's biggest activity asfar as over-all spending isconcerned. " UNESCO pointed to new characteristics: 

350 



Recurrent Development Education 

". for the first time in the history of humanity, development of education on a 
world-wide scale is tending to precede economic development 

for the first time in history, education is now engaged in preparing men for a 
type of society which does not yet exist 

for the first time in history some societies are beginning to reject many of
the products of institutionalized education 

* 	 education does display a number of common trends and characteristics... 
the educational enterprise has the character of a worldwide concern. " 

These worldwide common include:concerns fostering of open admission policies, trendstowards promotion of scientific and technical advancement balanced by development orientation of education, the latter requiring a more open system: 

" encouragement of initiative and active participation by the whole population 

* 	 transferring responsibility for education from the family, guilds, and religious
institutions to public authorities and the state 

" 	 as school population increases there are more drop-outs and repeaters;
admissions and departures midway through programs are 	rare but begin to 
be accepted 

" 	 curricula are becomin less burdensome; instruction in mother tongue,
specialization in discipline instruction start at 	 a later age; combination ofgeneral vocational/technical instruction is increasing 

* 	 teachers now constitute a very important socio-political group-in some 
developing countries the largest group of wage earners 

" general trend towards extension of the non-school sector of education. 
For example, the Ninth Session of the Standing Conference of European Ministers of Education in 1975151 adopted recurrent education as a concept of public policy and " .	 . resolvedto give active encouragement to the following lines of action in their respective countries: 

- providing education for the 16-19 age group which prepares for further
periods of study as well as for entry into working life in the immediate or 
near future, 

- adapting other post-compulsory education to meet the needs and interests 
of individuals with widely different experience,

- re-casting the rules of admission to higher education so that work experience

ismore widely taken into account as a basis of qualifications for entry;
 

re-designing on a modular basis extended programmes of post-compulsory
education and training, so that qualifications can be obtained in different 
ways and at different times through recurrent periods of study." 
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But how relevant isthe concept of recurrent education for developing countries? A UNESco
Report 54 of an international seminar points out: ". . To move rapidly from a state Where 
80%of citizens were illiterateand where not all children receive basic education to a 'learwn
society' where every individual has a chance to improve his own education may be beyond the
bounds of immediate possibility. Looked at, however, as a direction of change the principle.
become more capable of realization. If we think in terms of becoming more aware of the
goals, offering more facilities for integration, agreater measure of flexibility, and more diveri.
fication of learning styles, then progress to wards these aims can be achieved." 

Policies toward Recurrent Education-though differing in scale and commitment-have been 
reported from various countries 159 . For example: 

Indonesia has applied the master concept of lifelong education in the re
organization and reform of the educational system during both the first and 
second five year development plans (1969-73 and 1974-78). The Office of
Educational Development in the Ministry of Education has responsibility for 
coordinating all sectors of education, and planning development, evaluation 
and research of new approaches. 

" 	 Tanzania: Based on the Arusha Declaration and President Nyrere's 1967 
concept of "Education for Self Reliance", the government's policy and plans
emphasize horizontal and vertcal integration of "formal" and "non-formal" 
education and linkages between school and community. 

" 	 Peru: The General Law on Education of 1972 provides for a radical reform 
of the aims and organization of the national education system on a policy of
lifelong education on pre-primary, basic and higher levels of education. 

Overall, in comparison to industrialized countries, developing countries are not necessarily at 
a disadvantage in implementing Recurrent Education. Their determination for a relevant
education of their people for self-reliance, and their interest to modify education systems
inherited from colonial times propels them to eliminate the barriers between different levels,
places and times of education. 

Finally: How cost effective is Recurrent Education in comparison to conventional approaches?
Friedrich Edding and his colleagues suggest the following considerations35 ,3 6 : 

* 	 There is no way that the current conventional education of youth in full
time programs could be expanded to all youth and to those adults requiring
equal opportunity-it would be far too costly. No country can afford such a 
concept and pay not only for the costs of the educational program, but also 
for leave of absence from work for adults during the education period-and
absorb the loss of production at the same time. This would be inflationary
and result in a sharp reduction of private consumption and quality of life. 

" 	 On the other hand, today the social costs, the discrepancy between the
requirements of life and the ability to meet them by adequate education, are 
high. The costs for social welfare, health, delinquency, loss of production
because of idle manpower, the slow progress to improve the overall quality
of life make up these social costs. They are nowhere calculated in terms of 
money or wasted resources-but there is broad agreement that they are 
formidable. 
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* 	 Therefore, alternative strategies are demanded to realize lifelong education. 
The cost effectiveness of such alternative approaches will determine whether 
this right to equal access to education for all can be realized. 

The pros and cons of measures to implement policies of Recurrent Educa
tion must be carefully weighed in order to realize the highest cost effective
ness. For instance: 

-Resources wil be saved if non-school organizations (such as Development
Services) participate in Recurrent Education and use their own facilitities,
give students leave for paid work and obtain credit for the work period
against the curriculum time for "formal" instruction. 

-Cost will increase if there is general extension of obligatory education to 
the age of 18. 

-Cost will increase dramatically if adult education isexpanded in full-time 
programs requiring paid leave of absence. 

-Resources for adult education will be saved if only those programs 
immediately linked to advancement of careers and expansion of pro
duction are conducted on a full-time basis and if modern media are applied 
on a large scale. 

-The pay-off for educational costs in terms of economic growth isaffected 
if systematic learning, now part of youth education, is postponed to later 
years. Economists suggest that postponement of investment in marketable 
qualifications is economically disadvantageous. The educational costs be
tween youth or adult investment in marketable qualifications are about 
equal, but the respective incomes differ, by late entry into the productive 
process, the loss of income ismuch greater for adult education emphasis. 

-Costs for training and other learning immediately useful to the employers
should be born by them as part of production costs. 

-Costs are reduced if the motivation for learning is improved through re
duction of time spent in school, through module structured curricula, 
learning in "real life" situations (such as work/service or work/study). 

-The share of educational costs in the national budget will be stabilized, if 
a strategy of change toward Recurrent Education is implemented which 
balances the increased costs through expansion of educational opportunity 
with savings from educational reform. 

Therefore, cost effectiveness of Recurrent Education appears dependent iIKon: 

1. 	 limitation of full-time obligatory youth (iducation up until 1,B 

2. 	 intervals of full-time learning and work periods primarily up to the age of 25 

3. 	 full-time adult education only if related to the advancement of careers lead
ing to improvement of productivity 
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4. 	 part tntt anl/ur uhurt-turin/tull timt uiult educatlun tallored to specific 
social, cultural and economic needs of various population groups 

5. 	 delegation of educational obligations both to schools and to a diversity of 
educational organizations 

6. 	 open admission and grade promotion on the basis of possession of knowledge 
and skills, in contrast to certification. 

Second, Development-Orientation of Education is a concept deeply interlinked with the re
current approach; in fact, it is the other side of the same coin. As development concerns "the 
mobilization and advancement of people, to maintain and achieve an adequate livelihood and 
self-reliance, in contrast to institutions and profits", Recurrent Education moves the attention 
from an institution and curriculum emphasis to a learner focus in response to the needs of the 
individual. The learner and the person in the local community to be advanced through develop. 
ment efforts are the same. The report, "Education in the Nation's Service, Experiments in 
Higher Education for Development" 62 , a multi-national study by the International Council 
for Educational Development confirms this opinion. Among others, they identified the follcv
ing elements that contributed to success of development education: 

" 	 it has identified a need (set of problems) 

* 	 it has formulated objectives (defined ends and devised direct means for 
achievement) 

" 	 it has secured the support of community, government, students and faculty 

" 	 it has plans for achieving objectives concerning structure and organization, 
staff development, participation, communication and orientation. 

* 	 it interrelates teaching, research and service 

" 	 it has a capacity for innovation and discovery 

" 	 it is linked to other parts of the education system. 

Examples in the report include the involvemenc of students and faculty in rural school reform 
-in Nigeria, Ethiopia, Tanzania, Brazil and Colombia, the support of in-service teachers training, 
farmers training, rural extension work, the many Study-Services in other developing countries. 
The many forms of educational activities outside "formal" and conventional higher education 
are seen as part of "".. a continuous effort to strengthen what might be called 'the learning 
capacity of the nation "'14 

There is one additional component though, tied to perceiving Recurrent Education as develop
ment-oriented at the same time: the global aspect of learning for life in today's interdependent 
world. Education for today's and tomorrow's society is incomplete and inadequate if it does 
not include treatment and experience of the relationships and dependencies among developing 
and industrialized countries, and the related global problems which require peaceful solutions. 

354 



Recurrent Development Education 

Thus, Recurrent Development Education is a person-oriented, community based opportunityto learn during an entire lifetime and to participate as an active member in the communitysociety at large and an interdependent world. It is beyond the scope of this study to discussthe details of the Recurrent and Development Education concept and strategy which has concerned many experts, educational Institutions, UNESCO, the Council of Europe, OECD andothers for years. For the interested reader some bibliographical references on these issues areprovided in Appendix C.-2. Further discussion here will be limited to those features whichhave aspecific meaning for the role of Development Services. 

THE EDUCATIONAL POTENTIAL OF DEVELOPMENT SERVICES 
Acknowledging the ofproblems education, the legislation that established DevelopmentServices confers an educational mandate in five areas. 

1. "Non-formal" training in literacy, technical/vocational skills, history, cultureand civics for the illiterate and drop-out youth through a combined classroom, workship and work/service program is conducted by Training andEmployment Schemos. 
Primarily they provide alternative educational opportunity to those young people left aside bythe "formal" system. But the degree to which they ensure continued education at other places,leIels and times for the individual volunteer, once he has completed service, depends entirelyon the wrvices' arrangements with the "formal" sector. For example, the Malaysia NationalYouth Pioneer Corps has agreements with the National Industrial Training and Trade Certification Board to certify the skill level achieved during service, and with the Industrial TrainingIntitute and various industries to arrange continued education after completion of service.The Kenya National Youth Service provides 12 months of vocational training, "sandwiched"between work assignments, which leads to graduation for 80-90% of the volunteers with aGrrde III Trade Test. KNYS also provides continued educational opportunity through a 1 yearextension of service to achieve Grade II Trade Tests or acultural degree. In the Thailand Rural
Youth Leadership Training volunteers receive the equivalent of a secondary technical education at the end of service and 
are eligible for examination as secondary graduates, under the
C:gis of the school system.
 

ThO' are characteristics of Recurrent Education. But the requirements to admit servicelZfning for certification also indicate the problems. It appears that conditions and proceduresof the conventional "formal" system prevail and are imposed upon the service-if it wants toE"CUre continued educational opp(ortunity for the individual learners. In other words, the'UPPOI"dly fiexible, less costly educational organization is "bent" to the traditional terms of'hooling, impeding the service's offort to open up the school system to work/service learning("d more flexible admission and certification requirements. As a consequence, these Trainingtnd Employment Schemes become more costly because they have to meet the "formal"OtTndards of the curriculum like: certain hours and content of classroom workshop instruction, 
"rnance on specific workship equipment and certified teachers. These requirements notrease the costs of a service, the certified programs also tend to reduce the time spentin Otual community work/service and to increase the formal training period in centers and 
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workshops. Thus, an important asset of a Development Service, the community oriented WOrk/service learning and the participation in development activity, is endangered in thosewhich-rightly so-focus on s •
the individual learner and his orthird negative impact her continued opportunitie Afrom the current type of linkage with the "formal" education systemconcerns the goal of "learning how to learn". The best guarantee for self-learning is a Periodof work/service experience in a local community, in small team assignments, long enough forthe individual volunteer to accomplish a task, and to evaluate his or her work assignment. 

On the national level, the planning in terms of coverage of target population groups and geo.graphical areas, which Training and Employment Schemes can reach, are less clear. The educa.tional role of these services appears to lack the integration into a country's national plan forRecurrent Education by alternative means. In comparison to overall needs, and in balance withother similar educational organizations responding to the same needs, a streamlining andnational coordination in planning would help to clarify roles, and avoid both overlapping andlack of educational opportunity. Such a planning step would also permit a re-alignment ofresources were they most effectively invested. 

These considerations do not question the value of Training and Employment Schemes asalternative educational organizations for Recurrent Development Education. On the contrary,they are in principle better equipped than most other organizations to achieve these objectivebecause of their work/service component. But their challenge today is to go all the way to usethese services as a vehicle to truly establish Recurrent and Development-Oriented Education.The challenge is in three main areas: 

* to design work/service as a strong learning sector in the program 

* to change the current admission and certification requirements so that work/service learning is credited, the curriculum emphasis is on general vocationaland work process skills, and non-certified teachers are admitted 
* to integrate the services' goals and targets into the national plan and allocateresources in accordance with the less costly revised educational role and theconsequent potential for expanded coverage of population groups in need of

alternative educational opportunity. 

2. "Formal" education and training in employable technical, social and communications skills, work processes and problem solving roles for studentsin secondary and tertiary education conducted through training and work!service programs in local communities is the mandate of Study-Services. 

As the only Development Service which is an integral part of the "formal" education system,Study-Services are vehicles for experience-based learning that combine real work -ituations (incontrast to laboratory or "doing" situations) with service to people in local communities. Incomparison to other forms of experiential learning, Study Services deserve preference becausethe actual work situation is not an imitation of life, but life itself, and the community servicebasis, for the benefit of others, provides an additional dimension of learning citizen obligations. Being placed for a sufficient length of time on the job to accomplish a task, the student/volunteer is forced by circumstance to experience the trans-disciplinary nature of societalproblems, to learn ways to solve them, and encounter the limitations of some approaches. 
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Thus, by their nature Study-Services are learner oriented in two respects. 

* the individual volunteer is the primary beneficiary of the work/service
assignment, and 

* the people in the community not only learn skills or new methods throughthe volunteer, but through his very presence as an outsider there iscreated acultural and developmental learning environment as old ways are questioned
and challenged. 

It appears that work/service assignments "sandwiched" between academic learning and/orskill training have the most beneficial effect on the student/volunteer to becomelearner" and to review a "selfcareer choices in accordance with societal needs that were experiencedand the personal interests and talents he or she wishes to pursue. 

While the existence of Study-Service at a college or university is per se asignal for a development-oriented curriculum content and methodology, it does not necessarily imply that theeducational institution as a whole has achieved the characteristics of an exponent of Recurrent Development Education. Only if the feedback from the Study-Service experienceinitiates changes in the institution itself, affecting the overall policy, organizational structureand procedure can one speak of an effective educational role of Study-Services. Institutionalchanges initiated through Study-Services toward Recurrent Development Education concern: 

* provision of Study-Service opportunities covering all disciplines and departments and most of the student population 

" open admission and accreditation policy toward work/service learning as anequal part of academic learning. 

* installation of Study-Service as an operational unit within the educationalinstitution equivalent to the status of traditional departments or disciplines
disciplines 

• participation of faculty in the work/service program and in the support of
local community projects 

" participation of professionals from community
assignments in colleges and universities 

and business in teaching 

" evaluation of Study-Service experience and achievements and feedbackmechanism to the educational institution so that they provide regular inputsinto teaching, research, policy development and public activities as part of
cultural institutions. 

3. "Non-formal" job entry or career training in employable technical, socialand cultural communication skills, work processes, teaching assignments andproblem solving roles for graduates and less "formally" educated experiencedcitizens conducted through pre-service training and work/service programs in 

357
 



local communities, is the wandate of Social and Technical Development 
Services. 

The educational role of STD Services is not as clearly defined as in the previous two categories 
of Development Services. This is due to the broader range of causes and needs to which STID 
Services respond. In general, they do not perceive the individual volunteer as a learner. Their 
first emphasis is on the learning needs of the local communities they aid through volunteer 
assignments. However, in assigning young graduates for a sufficient length of time in awor/ 
service environment they, in fact, introduce the volunteer to the world of work and employ. 
ment. The service becomes a functional, rather than an intentional, job entry training. The 
work experience in the social field also often leads to reconsideration of career choices and a 
new outlook on what the volunteer wants to do with his or her life. Thus, the job entry train. 
ing not only concerns prospects for employment, but also the volunteer's individual role in 
society. However, most STD Services conceive this educational role as aby-product-certainly 
not linked to a Recurrent Education effort-and thus have no policy and do not support the 
volunteer through counseling, in-service training or other regular programs for iearning needs. 

However, as exceptions, two STD Services clearly embrace a job-entry educational role: 

Indonesia's BUTSI has an educational policy which conceives the service nf 
their university graduates as two fold: a job entry preparation combined 
with occupational re-training to obtain the necessary employable skills. As in 
other countries, universities release graduates with a solid educational basis 
but without the necessary employable skills or needed disciplines-and here 
BUTSI provides the best vehicle to bridge into employment and citizen roles, 
especially in civil service. 

In this connection it should be noted that Indonesia and Tanzania are the only known in. 
stances where the educational role of the Development Se-vice has been defined as part of an 
overall national policy of Recurrent Development Education. In both cases the country 
applies an educational strategy to provide different learning opportunities to various popula
tion groups via the different categories of Development Services reaching the illiterate and 
school drop-outs, the students and the adult population. 

Thailand's Youth Development Volunteers is a small program for volunteers 
assigned to teach in primary schools in remote rural areas. Volunteers are 
actively encouraged-through stipends after service-to take up teaching 
careers and complete their "formal" teacher education. 

Finally, occupational re-training for the mature or retired person to take up a new role and/or 
employment later in life is a very important function of those STD Services which employ 
older volunteers. Unfortunately, most STD Services have not-yet-perceived their role in 
Adult Recurrent Education clearly, and consequently have not developed an educational 
program in this respect. They have perceived the need to utilize these idle and often highly 
motivated and experienced resources for service to the community. Providing learning-service 
for adults later in life is one of the least costly approaches to serve the needs of the mature,
learners and, concurrently, gain the highest benefit from their contribution to the local com
munity. Industrialized countries are especially guilty of neglect with their millions of early
retirees who, together with their longer life expectancy, waste 15-20 years of their lives be
cause they have none, or at least inadequate re-learning and involvement/employment 
opportunities. With the overemphasis on youth in most of the European and North American 
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countries, the older generation is truly the "underdog" as far as educational opportunity is
concerned; it represents a waste of useful resources in terms of their social service potential for
the community. There are indications that the industrialized sections of society in developing
countries may fall victim to the same problem if they do not soon enact countermeasures. 

The two examples of STD Services for retired persons which indicate a non-intentional learn
ing component in contrast to program attention paid to the individual adult learner are: 

Thailand's Volunteer for CommunityLeaders Development who serve as
ombudsmen in their own community and surrounding region to activatelocal community self-help schemes. Volunteer Leaders are senior citizens,
many of them retired military or civil service personnel, who have returned
home to rural areas, and make their experience available to their communities.
They receive community development training and professional support
from regional community development centers and officials-a kind of in
service occupational re-training and resources investment during retirement. 

" 	 ACTION/USA conducts the Older American Programs, especially for volun
teers above 60 years from low income families. Even though these volunteers
receive very little formal training, the service as such provides occupational
re-orientation and human involvement. So far, no program has been devised 
for the millions of educated and experienced retirees from business and civil
service who would need some senior learning opportunity to up-date their 
knowledge or enter a new "retirement career". 

Overall, STD Services have the educational potential, by integrating their program in nationalrecurrent education planning, to provide cost effective service learning in three areas: 

0 	 for graduates and other young adults a job entry or occupational re-training
in response to employment needs and personal interests 

• 	 for senior citizens of various educational backgrounds,occupational reorientation in full-time or part-time programs in response to community
needs for the provision of social services 

for 	the less educated, nandicapped, otherwise underprivileged or deliquent,
general and occupational learning opportunities in response theirto
individual skills and knowledge and their needs to contribute and help others 
in the community. 

4. "Non-formal" development/global education of employable knowledge and
skills to perform in a multi-cultural mileu in a foreign country for technicians
and professionals conducted through pre-service training and work/service
assignments is the mandate of Foreign Volunteer Services 

5. "Non-formal" and "formal" development/global education at home, especial
ly concerning relationships and cooperation between industrialized and
developing countries, for school age youth and adults is an obligation man
dated to Foreign Volunteer Services. 
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Foreign Volunteer Services, in their educational activity to prepare the volunteer for servi,abroad, lack an active concern for the individual as a learner. They regard the voluntr intheir policies and programs, as manpower sent abroad to produce development results. Thereis nothing wrong with this notion-but it is onesided. It overlooks that, for the individualperson, the service is a section of his lifetime: he comes with a certain educational backgrourkland employment experience (of which the FV Service takes advantage) and he will afterwardscontinue in employment and probably further education as well. Currently this 25 monthlearning period-which treats learning as a by-product-is a section of discontinuity in thevolunteer's overall continuity of life. From a Recurrent Development Education point of vievit is a neglected link from previous education to later learning and occupation . . . FV ServiceIhave not-yet-taken up their mandate as an educational organization, but they especially havetwo potentials in terms of Recurrent Development Education principles: 

* to develop self-learning capabilities in volunteers in real work situations andcommunity service roles in a multi-cultural mileu and often a foreign languagewhich enables their self-learning in later employment and citizen's roles at 
home 

* to link their pre-service training and work/service learning with "formal"post-graduate education or occupational re-orientation attainable for a later career, for example teacher, in tropical medicine, agriculture, public adminis
tration, business etc. 

Only Peace Corps reports attainment of teaching assignments abroad for later completion of"formal" teachers' education or employment in a teaching career. It appears that the EuropeanForeign Volunteer Services have so far paid no attention to their role as an educational organ.ization within the larger context of the Recurrent Education policy the European Ministers ofEducation adopted in 1972. For example, a two year's service with the German DED couldbe applied against a certain portion of the post graduate training required for advanced
medical, legal, or agricultural degrees. 

Finally, the "non-formal" and "formal" development education of Foreign Volunteer Servicesat home has-so far been developed only by the Canadian
capacity of the service as 

FV Services. Here the learningan institution, and of the individual volunteer, are in question andtheir obligation to return to society what has been gained is challenged. It is this additional
dimension of service to general education, occupational training, technical/professional education and various sectors of adult learning that would develop FV Services to their full potential
as an educational organization both abroad and at home. 

This review of the educational role of Development Services displays many potentials and avariety of attempts in terms of: educational program responses to needs, a methodology
linked with work and citizens' roles in communities, and an organizational vehicle which keeps
education and work/service combined under 
 one roof. Ali of this is very promising for afuture expanded and cost effective role in the Recurrent Development Education effort. Yet,what is missing today is a comprehensive approach to build on these potentials and expand
on the attempts in two directions: 

1. to link the educational role of Development Services with the country's
policy and programs of Recurrent and Development Education, and 
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2. to integrate the educational contribution of Development Services into the
national plan to cover specific target populations and geographical areas. 

WHAT THEN ARE THE ELEMENTS FOR THE DEVELOPMENT OF AN EFFECTIVEROLE OF DEVELOPMENT SERVICES IN RECURRENT DEVELOPMENT EDUCATION? 

Identification of needs in terms of coverage of overall target population and
geographical areas within the national plan. 

2. Identification of learning needs of target population and users, specifically 

the needs of: 

" the volunteer as individual learner 

" the community as a learning society 

* the potential employment and market sector in terms of employable skills 
or marketable products. 

3. Educational policy on the part of the Development Service which reflects
their potential as an organization to provide (a) alternative educational
opportunity for those left aside from the schools and, (b) recurrence ofopportunity to prepare for work or new occupations in youth age, mid
career or retirement age. 

4. Linkages with the "formal" education system, both horizontal and vertical, 
to ensure: 

admission and grade promotion agreements for further education and 
competence certification of service-learning 

development of learning modules trans-disciplinary in nature, which link
work/service with classroom learning at various levels and integrate both 
in the overall curriculum 

staff development and exchange policy which provides teachers withwork/service learning as staff in Development Services and serdice staffwith teaching experience in schools, colleges and universities, eventuallyleading to more open teaching profession and equal career provisions for 
both assignments 

" regular feedback to educational institutions of both volunteer training and
work/service experience concerning development goals, program perform
ance and needed changes in classroom instruction. 

" regular review of allocation of financial resources in order to provideequal educational opportunity for target population by the most effective 
means. 
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5. Community basis and control of the local training and/or work/service pro.gram in terms of project planning, organization, management and disburse.ment of local financing is important for development participation andRecurrent Education activities to remain responsive to peoples needs. 

One can, of course, argue that these considerations are taking the educational role of Develop.ment Services too far. The educational advance of the individual volunteer may be perceived ascontravening the principle of a voluntary contribution free of personal gain. Others may saythat Development Services were meant to be the "outsider", casual, organizations and lezendowed with an "official" educational role. 
But times and needs have changed and Development Services are a new breed which wereestablished in response to exactly these needs, and receive significant public financial support.The arguments against going all the way in developing an effective educational role stem froma past "we:they" perception of "formal" versus "non-formal" institutionalized education.They are linked to an erstwhile voluntary service concept which takes more pride in the aspectof "no personal gain" (which only the rich and well endowed can afford) rather than to pro.vide opportunity for involvement and participation of all citizens (including the Poor anddisadvantaged)-irrespective of whether they gain an education. 

With the acceptance of the Recurrent and Development Education master concept by allcountries on a cost effective basis, and the consequent aim to eliminate the barriers between"formal" and "non-formal" education, the previous-sometimes vague-educational mandateof Development Services became more
the school system 

precise. They are the educational organizations outsideso badly needed to open up lifelong educational opportunities for all. Thepoint is not for Development Services to develop into an educational bureaucracy. On thecontrary, their strength is their flexibility, the practical community based work/service and thebroad range of citizens involved in their program. It will take all the force of good conceptu.alization, policy and effective management in Development Services to keep it that way, notbe tempted or forced to "bend" to conventio~ial educational procedures but, rather, contribute to the implementation of the Recurrent Development Education principles. 

SUGGESTIONS FOR IMPL EMENTA TION 
1. Ascertain your own and your project countries' Recurrent and Development Education

policies. 

2. Review the Development Services' educational policy and program and develop astrategy
with respect to.

* linkages with the education system to create more access to educational opportunities,credit for service when needed and upward mobility, 
* development of learning modules for training and work program which reflect thelearner needs of volunteers within each category, 
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observance of cost effectiveness per volunteer man-year competitive with formal 
schooling. 

3. 	 More specifically, consider the following educational emphasis: 

role-centered training of volunteers preparing them for tie.r overall societal role in 
:he community of their assignment; 

work program designs which appreciate the volunteer as a learner and make pro
visions for support in regular intervals during the whole service period. 

educational opportunities for the older citizens, business and civil service retirces
the latter in capacities ofboth learners and teachers. 

4. 	 Obtain the services of one or two educational experts on a staff exchange basis with the 
Ministry of Education or a university, for a limited time, to assist in the review, strategy
design and the development of an in-house educational capability. 

5. 	 Lobby for change in admission policies and teacher requirements of the "'formal"educa
tion system so that the Development Services' educational activity is accepted as an 
alternative educational organization in Recurrent Education. 
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EMPLOYMENT-ORIENTED DEVELOPMENT STRATEGIES 9 
That education and employment are interrelated has long been established not only byeconomic theories since Adam Smith, but also by those who have struggled with the causesand problems of poverty. As Frederick H. Harbison states in "Human Resources as the Wealth
of Nations" 5 2 : 

"Human resources problems fall into general categories: 

(1) those related to underdevelopment of skills, knowledge and talent of 
persons in the labor force and 

(2) those stemming from underutilization of their energies and capabilities." 
Also, in the effort to advance people, both education and employment feed on each other'sachievements and failures-as the two sides of the same coin. 
But the acknowledgement of the "right to work" principle isa fairly recent development. Themembers of the United Nations have added this postulate to the earlier principle of the "rightto equal educational opportunities". More and more, the "right to work" principle is commanding attention and endeavor. 

The 1976 ILO World Employment Conference declared 143 : 

" .. that past development strategies in most developing countries have notled to the eradiction of poverty and unemployment. . . that industrializedcountries have not been able to maintain full employment and that economicrecession has resulted in widespread unemployment... 

and the Conference noted: 

". . . that unemployment, underemployment and marginality are a universalconcern and affect at least one-third of humanity at the present time, offendinghuman dignity and preventing the exercise of the right to work... "" 
This recent World Employment Conference, its Declaration of Principles (for full text seeAppendix B.-5.) and adoption of a Program of Action are the result of various previous steps: 

First, the unanimous adoption by the General Assembly of the United Nations142 of theePloyment policy in the International Strategy for the Second Development Decade that 
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provided: "eaich doiwloplfni :tnrry should fhrnulate Its nethneal emnploytent ob/ectIve 
as to absorb an increasingproportion of its working population in modern-type activities aN 
to reduce significantly unemployment and underemployment." 

Second, the ILO World Employment Programme was inaugurated. Designed to assist in th
development of national employment objectives, policies and programs, the programme j:
conducted in close cooperation with the United Nations, World Bank, International MonetarV
Fund, FAO, UNESCO, WHO, UNCTAD, GATT, UNIDO and UNDP. It is concerned wit, 
the whole range of development problems as they affect employment and the "right to Work't 
principle. 

Third, activities were launched to guide the World Employment Programme in the effort to 
assist national employment planning: 

1. 	 A major research programme 14 1 which attempts to shed light regarding the 
relationships between employment and population growth, technology, in
come distribution, education, trade expansion, and special problem areas of 
urban unemployment and emergency employment schemes. 

2. 	 Comprehensive employment strategy missions to Colombia, Iran, Kenya 1 40 

and Sri Lanka for assessment of their employment problems and develop
ment of a long-term employment strategy, with proposals for changes in key 
areas of development policy. 

It is from this background of the broader international debate and program effort that the'
policy issue of an employment-oriented development strategy of Development Services will Ic 
discussed. 

THE 	EMPLOYMENT PROBLEM 

Underutilization of human resources, Harbison 5 2 for instance maintains is the most serious
and intractable problem facing us today. It is not only a waste of the most abundant resource, 
manpower, but is also a human tragedy. The problem concerns the open-and statistically
traceable-unemployment as well as underemployment disguised in subsistence agriculture,
occasional employment and the marginai sectors of society. While unemployment pertains t'!
the labor force actively seeking work in the modern-sector economy-in developing countric:
averaging about 20-25%, in industrial countries between 5-1 2%-underemployment is not 
easily defined or identified in quantitative terms. Underemployment, to quote Gunnei
Myrdal 8 4 , relates to the labor force that is idle during part of the day, week, month an , 
year, or to situations where working is "unproductive". 

Productive employment, according to the ILO data, "depends both on the rate of economici 
growth, and on the pattern of development, as well as on ad hoc policy measures to face any,
immediate, emergency employment problems" 143 . There is agreement that not one but many
causes incite unemployment problems: the imbalances between economic growth, population
expansion and educational opportunity, the imbalances between job needs and technology, tha 
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Imbalances between peoples' aspirations and expectations for work in comparison to employment structures and opportunities, and-last but not least-the limitations in export markets,income distribution and worsening terms of trade. 

Moreover, the ILO report stated that employment strategies and national development plansadopted by the World Employment Conference, should be based on a Basic-Needs-Oriented 
Policy including two elements: 

"First, they include certain minimum requirements of a family for privateconsumption: adequate food, shelter and clothing, as well as household equip
ment and furniture. 

Second, they include essential services provided by and for the community atlarge, such as safe drinking water, sanitation, public transport and health,
educational and cultural facilities."" 

The Basic-Needs-Oriented Policy further implies: 

"... the participation of the people in making the decisions which affect themthrough organizations of their own choice. 

"... in all countries freely chosen employment ... both as a means and as anend. Employment yields an output. It provides an income to the employed,and gives the individual a feeling of self-respect, dignity and of being a worthy
member of society. 

"... 
 that the concept is a country-specific and dynamic concept." 
The World Conference also recommended 
Job-generating programmes, 

that ILO should promote short-term and quickthat a portion of the one billion dollar International Fund forAgricultural Development should be used for generating employment in the rural sector, and
requested that the policies required 
 to meet Basic Needs "become an essential part of theUnited Nations Second Development Decade Strategy and form the core of the Third Developrfnnt Decade Strategy". Thus, the Basic-Needs Policy is long-term and gives direction for bothcoverage and volume of an employment-oriented development strategy. 

A combination of measures, to generate jobs in productive employment and to change thePattern of development, is required if the under-utilization of human resources is to beimproved. These measures must distinguish between the urban and the rural employment
problems, 

First, it should be recognized that urban unemployment and underemploymentdeveloping countries is expected to worsen as 
in most

the labor force increases more rapidly than theCComy and consequent job opportunities. Harbison estimates that in countries with anmnnual 2Y-3 per cent population growth the urban labor force increases by 6-7% per year whilethe annual growth of new job generation is estimated at half that rate. 

Measures suggested are drawn from various I LO reports listed in the Bibliography (Appendix.-2) and from Harbison's considerations5 2: 
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* 	 promotion of consumer goods which require labor instead of capital or 
foreign exchange 

" 	 application of appropriate technology "that is management and production
techniques which are best suited to the resources and future development
potential of developing countries" 1 4 3 . 

" expansion of the intermediate sector of the economy (small scale, family
type business, applying intermediate technologies) in contrast to the modern 
industrialized sector, has a better job generating potential in areas like: 

-manufacturing for export in small family enterprises 

-trade, transportation and tourist services, repair shops, crafts, etc. 

" 	 labor-intensive construction work-construction in developing countries 
employs more persons than manufacturing and therefore as a labor-intensive 
policy creates more jobs 

* 	 extension and improvement of education and health are the only public
service areas which have high priority in developing countries, are labor 
intensive and can best avoid investment in unproductive employment in 
public bureaucracies 

* wage restraint in income policies: high wages in the modern economy of the
urban sector act as a magnet for investment in capital-intensive (in contrast 
to labor-intensive) technologies, as well as for the ever increasing migration
from rural areas. Various studies confirm, according to Harbison 5 , that 
wage restraint or reduction has increased productive employment in countries 
such as Ghana, Kenya, Sierra Leone and Tanzania. It is certainly not a 
popular measure but one which is critical and deserves further consideration 
for 	industrialized and developing countries alike. 

All experts agree that the expansion of urban employment is limited, that in fact expansion
can cause more unemployment even as it generates new jobs, because it creates false hopes and 
attracts even more rural migrants who then swell the urban unemployed and underemployed.
Thus, an employment-oriented development strategy should give preference to job generation
in rural areas. Effective means to reduce urban unemployment must include: 

" 	 a slowdown of population growth 

* retention of rural labor force in their communities and regions, and 

* 	 reverse migration of the educated from urban centers to rural areas for 
certain employment periods. 

The United Nations has estimated that between 1960-1980 the rural population in developing
countries will increase by 645 million, adding to the existing problem and making them the 
largest group of underutilized human resources. Thus, apart from the simple quantity of rural 
manpower, the limitations of urban employment expansion, and the widening of the gap be
tween urban and rural opportunities for advancement mandate that an employment-oriented 
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development strategy should give preference to job generation in rural areas. Rural job generation requires a broad ranging approach including: land reform and settlement of small farmers,development of marketing, crafts and small industry, rural infrastructure and social servicessuch as education, health, nutrition. Measures to generate employment in rural areas would 
comprise: 

o reorganization of agrarian structure encouraging small farms 

• expansion and modernization (not to be mistaken for capital-intensive
mechanization) of agriculture, and development of agro-based crafts, services 
and small business and industry 

• provision of both physical (roads, water, power, housing) and social (educa
tion, training, health, nutrition) infrastructure 

* promotion of co-operatives for marketing, storage, equipment, credit, trans
portation, processing, distribution. 

As Harbison states 52 : "The logic i favor of rural development is clear. It will help solve theproblem of hunger and malnutrition; it can ease pressure on the balance of payments by reducing the need to import food; by increasing rural incomes, it will broaden the market forurban produced goods. And above all, since by nature most activities essential to rural development are relatively labor-intensive, it can be a powerful force for generating employment. " A prime bottleneck to achieve a concerted effort in rural development is the lack-in mostcountries-of organization and management beyond the traditional local leadership structure.The Program of Action of the ILO World Employment Conference 14 3 underlines the
importance of rural organization: "The main thrust of a Basic-Needs Strategy must ensure thatthere is effective roass participation of the rural population in the political process in order tosafeguard their interests. In view of the highly hierachical social and economic structure of0grariansocieties in some developing countries, measures of redistributive justice are likely tobe thwarted unless backed by organizations of rural workers. A policy of active encouragement
to small farmers and rural workers' organizations should be pursued... "" 

Finally, the World Employment Conference emphasized social policies for both industrializedand developing countries which "should be designed to increase the welfare of the working
POopi:, especially women, the young and the aged. " 

Thus, an employment-oriented development strategy concurs with the Basic-Needs principleand gives priority to: 

* utilization of human resources in rural areas through broad range rural 

development, emphasizing job generation 

rural organization 

• social policies and programs with special attention to women, youth and the 
aged. 
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THE C^3E OF KENYA 

Kenya was one of the four countries which received a Lomprehensive ILO/UNDP EmploymentStrategy Mission. The mission's report14 0 -and those of Colombia, Iran, and Sri Lanka-are
well worth a detailed personal study. The Kenya example was selected because of the familiar.
ity with their Development Services, the excellent insight the report provides in the develop.ment of an overall national employment strategy, and the contribution Development Services can make within such a framework. It should be noted, however, that the Kenya reportpresents analyses and recommendations not 	all of which have been impiemeited and testedsince publication. Here, the discussion will concentrate on a brief outline of the employment
problem in Kenya, the key areas for an employment-oriented development strategy and the 
role Development Services play in those areas. 

The 	Mission stressed that the employment problem in Kenya isnot a transitional one that willcorrect itself in the long term. It iscomposed of three distinct facets: 

.	 frustration of job seekers unable to obtain the type of work or the renumera
tion which they think is reasonable, or which their education has led them to 
expect; 

* low level-in fact the poverty level-of incomes received by many producers
and their families as the return on their work, whether in self or family
employment, or in wage employment; 

* 	 underutilization and low productivity of the labor force, both male and
female, which reflect the inefficiency in the way laoor is trained, deployed 
or supported with other resources. " 

These employment problems grew out of the colonial era, when the economic structure wasshaped by the demands of the upper income group-primarily the European landholders andfew larger businesses in the Nairobi area-permitting limited growth for the Asian tradingmiddle class, and leaving the African working people without any significant opportunity.
Thus, after independence the employment problem was characterized by'three fundamental 
imbalances: 

" 	 population growth and the nature of technology applied 

* 	 development of urban centers (Nairobi, Mombam) and the periphery (rural
districts) 

" 	 employment opportunities in the formal and informal sector. 

In response, the National Assembly in 1965 adopted objectives for an overall employment 

strategy, which the 1972 ILO/UNDP Mission confirmed as guiding principles: 

"'(a) continued expansioni of the economy, 

(b) 	wider sharing of the benefits of expansion; 
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(c) national integration of the econony; and 

In order to distribute income more equitably, and help to develop those sectors of the economy which are in imbalance until they can achieve Standard incomes (for 1978: 120 sh. 
per rural houshold; 200 sh. per utban household at 1971 prices), a temporary strategy proposalin the Mission report calls for a redistribution from growth. In other words, temporarycurtailment of acceleration of objective (a) in favor of (b). National integration (c) aimsespecially at reduction in region3l and ethnic inequalities, equal access to land, water, credit,jobs, etc., with Kenyanisation the underlying principle. The policy is to provide equal opportunities for Kenyans and transform the economy from the strong European images and aspirations of the colonial era to truly Kenyan priorities without alienating the foreigners living in
Kenya. Kenyanisation went along three principles. 

• 	 no premature displacement of persons with high-level skills; 

* maximum utilization of skills, experience and capital of non-citizens 

• 	 taxation of non-citizens so supplement the system of work permits. 

A third emphasis in the Mission proposal is on policies to support the informal employment
actor and rural development in order to attack the extreme disparities (d) in Kenya. Bothsectors are labor-intensive and have a job generation potential in the locations where peoplereside. At the same time both represent sectors of the economy where most of the working 
poor labor below minimum income levels. 

Again and again the report emphasizes the interdependence of the employment problem with 
otner sectors of economic and social development and the need for a strategy to tackle theproblem on all fronts. The report identifies key areas and suggests policies to bring aboutchange in the economic system and favorable conditions for employment and adequateincome. Key areas for employment policies include: 

* Population policy which slows growth through education, and special mea
sures, surh as increase in farm productivity and an old age security plan for
farmers, in order to remove the economic and social needs for large families. 

* 	 Technology change in favor of a new mix of production emphasizing local
goods for consumption by low income groups, appropriate mechanizationof agriculture, expansion of those public works which reduce social costs,
support of rural crafts and small scale industry. 

* 	 Agricultural expansion through intensification of land use (crop and lifestock production), redistribution of land towards smaller more labor-intensive farm units, settlement on unused or underutilized land, ceiling on
size of individual land holdings (an issue still controversial in Kenya and not 
yet decided). 
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* 	 Industry and construction, especially reorganization of suppori to small scale 
and rural industries, promotion of low-cost housing and site-and service 
schemes to establish houses in self-help, modification of construction stand. 
ards and use of local materials. (European standards dominated housing and 
construction policies in the past, made it too costly and prevented self-help 
approaches). 

* 	 Services (commerce, transport, government services, i.e. public health, 
repair and maintenance), various private services, i.e. tourism, especially for 
self-employment through promotion of small scale enterprises, liberalization 
of trade licensing, discouragement of unnecessary mechanization of trade, 
banking and personal services, district loan schemes for small trade combined 
with technical assistance. 

" 	 Informal sector, including self-employment in small services, home manu. 
facturing, trade, production from small land holdings, repair and maintenance 
work by the working poor and squatters in urban and rural market centers. 
(In 1969, an estimated 25-30% of the total urban employroent and 37-39% 
of 	non-agricultural rural employment accounted for activities in the informal 
sector). The report urges a change of attitude on the part of government 

-to support the income earning potential in the informal sector, rather than 
harassment, by ceasing demolition of informal housing and instead support
ing squatters through site-and-service policies in self-construction of low
cost housing; 

-eliminate licensing requirements for informal employment except in areas 
where health standards must be enforced; 

-induce sub-contracting by larger firms; 

-link informal sector with agricultural policies (local suppliers, repair and 
maintenance) and ensure competitive provision of goods and services. 

* 	 Education and training tailored to employment and recurrent education 
needs including: 

-one cycle free basic education for 8 or 9 years with the last two 
years pre-vocational emphasis (actually only 50% of the age 
group receive 7 years of basic education) 

-quota for 2 year upper se ,ondary education catering to broader 
needs, quotas set on the basis of national demands for skilled 
manpower and cost/budget limitations (currently about 15% of 
age group have opportunity to enter upper secondary education) 

-one year of full-time community service in rural areas on a sub
sistence level living allowance should be pre-requisite to enter 
higher education; 

-1-2 years of pre-university classes to develop career choices 
according to needs in the labor market and avoid expansion of 
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classes with lower productive manpower priorities (for example
liberal arts); 

-restructured university studies with later specialization, part-time 
and full-time programs; 

-recurrent adult education opportunities and a focus on perform
ance excellence rather than certification of grades; 

-development of second-chance educational institutions, such as
Village Polytechnics and Harambee Schools for two purposes: to
bring drop-outs and early leavers back into mainstream of educa
tion and society, and to help those leaving education to prepare 
for employment 

"There is no place in our model for two systems, one formal and
high prestige, and the other informal and low-prestige. This
inevitably gives rise to the frustrations we witness at present. Our
model cont-iins one integrated complementary system, with freer 
flows ofpeople between its various components. " 

" Rural development and planning should include famine relief for people in
marginal settlements, public works (employing underemployed rural popula
tion before planting season starts -o that the cash earned can be reinvested inseeds, fertilizer, etc.), and development of physical and social infrastructure 
and provison of cultural amenities. 

* Other key areas include labor market, incomes and fiscal matters, access andequity and international policies. As for the latter, Kenya needs the under
standing and support from its trading partners and foreign aid agencies forthese employment-oriented development strategies as 40% of the support for
the 	National Development Plan comes from foreign aid. But also significant
changes in foreign policies are necessary such as: flexible foreign exchangerate, more careful selection of foreign investors in terms of broader range of
technical choizes and improved terms, increase in aid contributions at localcosts, longer term program aid commitments, not tied by special conditions
and channeled through national institutions, emphasis on industrialization 
for export, especially processed agricultural products. 

In sum, the employment problem in Kenya especially concerns the 	following propulation 
groups: 

1. 	The school leavers, that 50% who drop out early and need alternative educa
tional opportunity to become employable, and that 85% of the basic

educated who do not continue in secondary education and need furtherpreparation for employment. Few of the school leavers can expect to enter 
wage earning formal employment in urban industry or administration. Theirprimary opportunities lie in rural development, agriculture, services, publicworks and the informal sector of employment. It is to these groups that the 
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Kenya National Youth Service, the Village Polytechnics and various Foreign
Volunteer Services and other aid agencies address their program. 

2. Adults working in the informal sector who need favorable governmental
regulations, training programs and technical advice to lift their income to theminimum standards. No Development Service in Kenya addresses this 
problem. 

3. The landless, who either migrated to urban areas because of the increasing
population pressure on the limited land in their home villages, or remainedunder marginal conditions. They need support through redistribution ofland, settlement, credit schemes, training and technical advice to obtain
income as family farmers. Some Foreign Volunteer Services and one training 
program of the Kenya National Youth Service address this group. 

4. The migrating tribes who are pressured by population growth to retreat to
drought areas, have uncertain agricultural incomes, are underutilized andhave lost their mutual support by constantly moving to new areas. No
Development Service is geared to them, and assist in a transition to a more 
secure minimum income and stable living conditions. 

5. Young secondary and tertiary graduates who have high expectations for 
wage earning employment in urban centers consonant to their education,
and who discover few opportunities to enter the labor market. They are notprepared for a career in self-employment, in rural areas, or in the service 
sector where their employment potential would be much higher. With theexception of the small program of th-e Kenya Voluntary Development
Association, no Development Service addresses this population grcip, to
provide them with either service opportunities during school (Study-Service)
for reconsideration of their career choices and change of attitudes towardnon-urban and non-wage earning employment, or with community service
after graduation to re-train them and re-direct their aspirations to areas ofnational needs and personal employment opportunities. The proposed community service after completion of secondary education would fill this gap. 
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OF DEVELOPMENT SERVICESEMPLOYMENT-ORIENTATION 

Development Services are in truth, employment organizations. They combine this role with 
unique organizational nature places on themtheir educational activities under one roof. This 

as a bridge between the educationboth an opportunity and obligation to use their potential 
and employment system. More specifically, the employment-oriented role of Development 
Services is threefold: 

1. 	 providing a transition between education and employment for the individual
 
volunteer
 

2. 	 investing volunteer manpower in development work projects in response to 
community and national employment needs 

3. 	 facilitating and/or generating continuous employment for the individual 
volunteer at the completion of the service assignment. 

While the second is the most obvious function, and a current major concern of all Develop
ment Services' work project policies and programs, the other two are neither as clear nor as 
fully accepted. The three functions are interrelated and their emphasis is category-specific. 
However, individual services differ largely in the awareness of their potential in this respect and 
their actual employment-oriented policies and programs. This discussion will follow the above 
threefold employment role for each of the four categories of Development Services. It will be 
based not only on actual achievements but also the potentials for improvement. 

Training and Employment Schemes perceive their employment role most clearly. Their objec
tives state in one form or another their transitory function to prepare the illiterate, drop outs, 
and even school leavers for employment. Traditiorally, they fulfill this role through skill 
training and functional literacy for crafts, trades, agriculture and technical employment. 
T&E Services also provide some work experience-but to differing degrees both in terms of 
time spent in actual employment and the relationship of the work to the volunteers' skills. 
For example, the Kenya National Youth Service conducts large scale public works programs 
not related to the volunteers' skill area or future potential employment. The Malaysia National 
Youth Pioneer Corps assigns volunteers to workshops and industries related to their skill 
preparation, but the time spent under actual work conditions is minimal compared to the 
time spent in the training center. However, increasingly T&E Services perceive their role in 

transition to employment not only in terms of vocational/technical skill training but also 
preparation for various employment situations, such as: 

* self-employment in trades, services and various informal sector activities 

* self or cooperative employment in agriculture, including land settlement 

• wage employment in agriculture, public services, construction or industry. 

Preparation for self-employment would include: coping with contract work, marketing, 

selling Products, obtaining material and financial resources, simple bookkeeping, re-investment, 
etc. Preparation for wage employment will focus on improving performance to the standards 
required for various positions and wage levels, including development of specialties (see Kenya
National Youth Service, Malaysia National Pioneer Corps). 
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an. 
Typical of their category, T&E Services have no specific policy to invest their human 

power in order to enhance the employment of other people. Their participants are themselves 
the one or two year service 

a target group affected by youth unemployment. Thus, during 


period T&E Services are youth employers and thereby lessen the pressure on the labor market.
 
even worsen 

But this second employment function merely postpones the problem-and may 

the situation because it creates hopes and expectations for the individual volunteer-if it is not 

combined with a clear strategy and program of facilitating and generating permanent employ. 

ment at the end of service. 

The third employment function of Training and Employment Schemes is the most crucial link 
to facilitate permanent 

in the whole chain of activities. Without a clear policy and program 
these services would defeat the very purpose of 

or 	ernidicate underemploymentemplo ,ment 	 to direct
have adjusted their programs in order 

their existence. On occasion T&E Schemes 


their volunteers into employment. For instance, the Kenya National Youth Service introduced
 
between work assignments in public

for 	various occupations sandwiched
training programs 	

to their skill needs. Yet the Benin Clubs-4D still 
works projects, and not necessarily related 

have not beenable to establish this link into employment and settle their volunteers as small 

a five year "backlog" of 
in their home villages. Thus there resulted 

craftsmenfarmers or 
1,025 volunteers, still enrolled in the Clubs, who await opportunities as self-employed 

about 
in trades and crafts. In Malaysia, where the National Youth Development Corps was 

farmers or 
unrest by unemployed youth, the only significant employmert 

the 	wake ofestablished in 
was 	continuation in the National Youth Pioneer 

opportunities after the three month program 	
areas for work in agriculture, or 

return to rural 
Corps for technical/industrial training, and 

wage employment in the police force. Moreover, in order to better prepare for employment in 

the 	development service. 
training was introduced during

the Police Cadett Corps, weapon was soon dis. 
a production-oriented employment policy 

However this direction away from 	 permanent
by 	 linking skill training with potential industrial jobs and 

covered and reversed 
employment opportunities. 

Most Training and Employment Schemes-in line with the background of their participants

give preference of support to the following permanent employment areas: 

new cash crops, seeds, fertilizer, storage,
agriculture through introduction of" 
cooperatives for supplies, marketing, credits, and participation in land settle

ment schemes 

areas, in crafts, repair and maintenance, tourism, 
* services, especially in rural 

public services in national parks, utilities and transportation 

small land plot pro
of rural trades, individual services,

" 	 informal sector 


duction, etc.
 

Pioneer Corps also 
the 	Malaysia National Youth 

The Kenya National Youth Service and 	
areas and wage employment in large

in urban 
promote wage earning industrial employment 

link increases the cost per volunteer 
industrial 

man-year and tends to eliminate an asset of these services as flexible and less costly alternativescale agriculture (Kenya). However, this 

permanent employment. Thus, given the current national employment problem in 

routes to 

376 



StrategiesDevelopmentCrie
Employment 

rural development,
agriculturerole in more effective in view of the 

npO•ment Schemeswould 	 Young school
and 	the informal sector of their targets drop Outs and

services the empoyment problemgnitude of 


serveirs Linkages to the employment system are currently established by various meafs5
 

or business this is especially
M 	 Work programs in the employing community 

true for farm youth programs in Benin, Malaysia and Thailand. They are a 

by 	 the alayalscarried outtiniaofutl 
dlegated to various industries 

part pof rps but is best organized fortee 
assitanc wpthice d,c
Bur
Grie 

and 	 assistance within th 
nca

Employment referral '~sanT&EServices through the Youth Guidance Burgeo 
te 	 rving both the

youth, airector of
the 	Malaysian the 

seJservices in their employmen needs.rAddition" 
the 	office oft 

a special extension programite
you services offer e non.mgover t iari cutrthpatof he 

e vc Ysaes of eli-emPlOymen 
o tmot 	 henmetformer volunteers dufing the early stag 

ally, 6 r 	
be helfu the part of theon*rcommitmenttofrrl 

or trades (Malaysia, Thailand). 
...	 e n asked. The• ~~~~ obs do not reflect an activel or plyearsers volunteers to employers

rice to facltate yent but a d e 

lKenya National youth Service, for example, rfsvouteso 
h tofain eavailable manpower. The service has-over the years 
rvinqe 

with various employers and reports that aboutt40%ug hestablishea radin 

earning employmentin wageplaced
former volunteers have been 	

I a mployment Schemes reveals 
e nato d by employers. 	 " ' n e men.	 Is m .Issngto' ation of TrainingplOYand nt in their objectives, and todirect dem 	 u,oritre! "-•oaconhatigh ritY.r ePhthyengh 	 T&E Services succeeded 

Reconsiderio°foeg 	 lf with the impression th 
all 8 iat the plcies.neonthtte on 

the cst s eployment needs into act oymentorienati °ntne 	 follow ratherai alloackowledgethe hhe 	 the.i dpr s'nt
at. activities and 

nt 	 packa e", h threat of mePor intom e)....proraa lesseh degree in their pces= .	 _ .ran leefe degre 
gh te w esevice r in concept statement, program activities intonagol-u

istro a comprehensive n coagelementation impp and . to take up 
Btlservice rmacter o policy review, implmenttio welan e mnraheiremloym nt. e 	 n atina on to tei 

in e wakeirsoa E"th ,ploymentSchemes are well equi 
thapofh t he currenmatte 	 national and international attentionthan 	of prn ipe 

current Training and e 
.principle. 


issue
the employment 

central development problem.
 

contrast to the Training and EmplOyment Schemes, have a less clear percep

Study.ServicSr in 

heTTheir function in transition between education and employ 

a 
teirsro'in os t .

tuon 	 t policies: 
tion of their role in employmen 

o h needs Of the
tal 	r des:s 

ment iscurrently indicated by two. po ic 
to theis tailoredwork assignments

• 	 experiential learningin 
fields Of study is encouraged toward 

volunteerIs employer, and
0 s i al areas and towa 

of career choices and
reconsideration 

in soc 
needs in the labor market, especially 

manpower
~regions. 

377 



Study-Services, in general, are more concerned with the relationship of the work assignment to 
the volunteers' field of study than with the employment promotion that could ensue from the 
service they render to the local recipients. This is natural, as they are part of the "formalh 
education system and their educational role isdominant. However, if they wish to foster 
development-oriented education, the problem of employment should follow immediately 
concerns for famine and health. Directing studen'z-volunteers' skills in local community assign 
mrents to the generation of jobs, and better ucilization of idle or underemployed citizens, 
is a work program policy which deserves further attention in Study-Services, in both develop. 
ing and industrialized countries. 

A more aggressive approach is reported from the Study-Service KKN in Indonesia-the only 
one known to have an employment-oriented policy for student-volunteers' work programs, 
Dr. W. P. Napitupulu, the founding Director of BUTSI and now Director General for Non. 
Formal Education, argued in a paper on the employment situation8 6 that the Study-Service
KKN can be a very forceful tool to reverse the very darm6aging "brain" drain" to urban areas by 
providing "brain gain" through student-volunteers irnrural areas. He foresees two major effects 
on the employment situation: 

"a. 	 The students involved, as a result of their experience in the study-service 
program, will be much more ",mployablewhen they graduate. 

b. 	 The students through their work in rural areas are likely to create more jobs 
for local people either directly as a result of specific projects in the village, or 
indirectly by helping to improve general economic and social conditions with 
a resulting general increase in employment opportunities. 

If every student is expected to multiply himself or herself by developing 
young human resources of the village, by involving them in community pro
jects, by showing them new avenues to explore, orby helping them to perform 
better in their individual work (e.g. on the family land), then he is helping 
the youngsters to become better and more productive farmers or trades
men or artisans, etc. In helping them to gain more satisfaction from their 
village life he is thus reducing the incentive for urban migration with its 
potential to increase unemployment. " 

Apart from the multiplier effect in expanding employment for villagers, Dr. Napitupulu argues 
that Study-Services can provide incentives to create more jobs for public services in rural areas. 
He warns against the temptation for "easy" voiunteer placement in available but not yet 
filled "job slots"-such as teachers-or "make work" activities not geared to real needs. He 
urges courage to bring to the surface the needs that have not traditionally been met, and the 
areas where Study-Service manpower can create new employment demands. For example, 
village level extension workers for the many governmental programs are non-existent, but local 
support and advice is crucial for implementation and prograss of the many rural development 
programs. KKN-together with BUTSI which has started local extension work and demon. 
strated success-can fill this employment gap for extension workers with volunteer manpower
until the needs and achievements are clearly demonstrated and the government creates 
permanent jobs for this function. He thus exhorts his colleagues to resist the temptation to 
employ student-volunteers in existing job structures but, rather, create demands in new areas. 

Thus Study-Services' second employment function of investing volunteer manpower in 
employment-oriented development work--it is fair to say-is not yet generally recognized and 
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accepted. There is no doubt that an employment.oriented development work policy willenhance the effectiveness of Study-Services in two directions: 
* improve development education by adding the employment dimension tothe curriculum 

" expand local capacities for employment and opportunities for increasedlocal income. 

The third employment function, to facilitate or generate permanent employment after graduation differs more widely among Study-Services. Actual programs in this respect arewhat influenced by the schedule of the service and, some
employment-oriented of course, the overall commitmentdevelopment policies. Sarvices with intervening schedules sandwichedbetween academic courses seem 

to 
to have no, or few, formal linkages to potential employers ofstudents. In contrast, the two services evaluated with subsequent schedules, at the close of theuniversity studies, report formal links. The Thailand Graduate Volunteer Programmecourages employment of their students after graduation in villages or rural areas they served asvolunteers, and actually 47% returned to rural employment. 

en

has an agreement with In addition, the Thailand servicethe Civil Service CommissionDiploma for to reccgnize the Graduatean Volunteer 
former volunteers 

upgraded entry level salary into Civil Service for former volunteers. 10% oftook advantage of this provison-but 20% wereemployed. The Nigerian National still reported to be un-Youth Service Corps,employers to demand an obligatory service,and obtain the requiresservice'semployment discharge certificate beforecontracts with applicants-here service entering into
Employers' Consultative Association is represented 

is a precondition for employment. Theon the Governing Board of NYSC butfar as the individual corpsmember is concerned there are so no reports that this formal linkageresults in permanent employment facilitation that is geared to national needs. In the caseKKN in Indonesia, ofit will be of interestProgiam has resulted in long 
to learn whether their employment-orientedterm workemployment of former student-volunteers as extensionWorkers or for other professional services needed in rural areas. 

Finally, Study-Services in industrialized countries appear 
 to be even
employment problems in their society and there are 
less conscious of the
 

no indications that they have concerned
themselves with-for example-increasing youth unemployment. 
Insummary, Study-Services are encouraged to relate their policies, programs and alliances to
increase problem to
awareness, and implement activities which improve employment opportunities and generate income to both the people they serve and the student-volunteer.
 

S0cial and Technical Development Services rank next to Training and Employment Schemes inthe Perception of employment problems. Even though they vary in employment functions,they are closer to the problem because many of their participants are themselves in transition,For example, most of the BUTSI/Indonesia, KDVA/Kenya CSV/UK, VISTA/USA volunteersare intransition from education into employment when they enter service. For them, Lhiis timeisa Preparation for permanent employment, a period of job-entry and career learning. BUTSIaccepts this notion and has a formal policy and training program which focus on job preparation or, if necessary 
tng 

re-training of skills. Recently CSV also has taken up employment-orientedprograms with the masses of unemployed youth in the UK clearly in view. A special 
Youth employment program by the Manpower Services Commission furthers this effort. In theUited States a similar program is under consideration but it is as yet unclear whether 
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ACTION will take up the challenge or whether the Department of Labor and other govern.ment divisions will be assigned this responsibility. Various youth employment legislation hasbeen introduced in the Congress, ranging from a comprehensive National Youth Service Proposal to expansion of the current Job Corps and Conservation Corps programs. It is too earlyto discern what form and shape these employment-oriented service proposals will take. Butthey pursue two different employment principles. The large scale public works programs, SUchas the still praised Civilian Conservation Corps of the 1930's, represent unemployment relief programs under emergency conditions for a limited period of time. Job Corps type or cornmunity services programs emphasize training and work directed toward permanent employment. They require the participation of local communities, business, industry and a reviewofgovernmental regulations to foster self-employment. The latter approach represents an attemptto solve the unemployment problem, while the former fills the jobs gap for a limited time. 

The second employment function, investing volunteer manpower in employment generatingwork projects in local communities, is undertaken by many STD Services. It is not clear
whether this is due to an active employment-oriented work program policy, or a happyoccurrence because of local volunteer requests for such assignments. For example, BUTSIvolunteers in Indonesia focus on agricultural expansion and diversity, improvement of ruralservices in health, nutrition, marketing, development of rural infrastructure and local trades 
and services. 

In a similar view the various community services in Thailand and CYC in Canada give prirnar.yattention to the expansion of income producing activities in local communities in: agriculture,construction, services, trades, marketing, physical and social infrastructure development,primarily through small scale and labor intensive community self-help projects. KDVA nKenya emphasizes community public works construction, with major participation by local 
manpower, which is also expected to provide maintenance. 

With the exception of former CYC efforts and current services by the Frontiers College of
Toronto/Canada, the creation of jobs or expansior of present employment opportunities forthe recipients of their service is not as clear for STD Services in industrialized countries. OnlyCSV in the UK reports a policy and, to some degree success, in re-integrating juveple dein
quents into regular employment-very often in social service occupations.
 

The third employment function leading to facilitation or generation of permanent emplo/
ment for former volunteers now seems 
 to be clearly perceived in Social and Technical Develop

ment Services as a need, but has not been translated into a policy or program. STD Services in
industrialized countries appear to have a laissez faire approach, and will hell) if requested, butfor them their formal obligation to the volunteer ends with the last day of service. This was
justified as 
 long as the open labor market in those countries had plenty of absorptive capacityto take in the volunteers released by those services. This is no longer ihe case. Irrespective ofwhether STD Services in industrialized countries continue their program on current scale, orexpand to include large scale employment programs, as a service for people and by people they
cannot bypass a current severe societal problem; they have an 
 obligation to develop policies

and programs to assist in finding permanent employment.
 

STD Services in developing countries have a commendable approach in this respect. Foi
example, former BUTSI volunteers-the 
 majority of whom were initially assigned to rural areas-now provide a pool of manpower for junior civil servants more sensitive to rural emPloy 
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ment needs. There is no unemployment reported among former BUTSI volunteers. In 
Thailand, many of the volunteers who served in the various community services of Arsa 
Pattana continue as community development workers or as teachers in rural areas. Of course, 
as with most professionals, their long range aspiration would probably be settlement in perma
nent employment close to urban centers. But the important aspect is that they all spent a 
certain period of their lives in rural areas-leading there to permanent "brain gain". 

In another example, Iran's Education Corps achieves a similar result by signing up large
numbers of volunteers at the end of service for further five year assignments as rural teachers 
with no loss in promotion, pension plan, salary level or opportunity for continuing education. 
The Corps was able to provide regular primary education in 23,000 villages through its former 
volunteers within the first five years of establishment. 

From acurrent point of view, STD Services in industrialized countries have by their nature and 
design a major obligation to tackle the problem of unemployment of both youth and older 
citizens; but they have not yet accepted this mandate and developed acomprehensive employ
ment-oriented policy nor program with respect to the three employment functions. 

In contrast, STD Services in developing countries have taken on a clear responsibility to serve 
the employment needs of their volunteers, as well as of the population groups they serve in 
local communities. However, in order to further both groups well, they need to link their 
training and work programs more clearly with national employment policies end thus take 
advantage of their built-in opportunities as an employment organization. Such policy and pro
gram linkages would significantly improve the overall effectiveness of the service. 

Foreign Volunteer Services also vary in their emphasis on employment functions. Their per
ception of a role to support the volunteer in transition between education and employment
depends on the type of participant they enroll. Those FV Services which primarily employ 
graduates and students (VSO/UK, CUSO/Canada, Peace Corps/USA) are more closeiy meshed 
to the problem. As reported in Chapter 7 in some instances they have arranged for certifica
tion of the service period to make volunteers eligible for employment, for example as teachers 
(Peace Corps). All Foreign Volunteer Services acknowledge acertain awareness of the need for 
Support in the education-to-employment transition stage by providing re-adjustment allowances
and continuing pension plans and eligibility for disability compensation. In addition, some FV 
Services arrange for preferential treatment to gain scholarships for continuing education after 
Successful completion of service. 

The second employment-oriented function of FV Services, to invest their manpower in 
development projects which further the employment opportunities of the recipients is 

probably the weakest part of their program. None of the FV-Services states a clear employ
ment-oriented development policy. They appear to be aware of the problem and indicate 
preference for the disadvantaged and underprivileged target groups, for local community
projects, small scale production entities-but a cohesive and formal approach is missing. Two 
Opposing trends can be identified: 

The larger proportion of volunteers assigned to technical/industrial projects,
the higher level technical training and the ever increasing technical skill 
level and specialization of the volunteer indicate an excessive proportion of 
investment in the modern wage earning, industrial-often urban-sector-a 
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sector which according to the experts-has lower priority for employment
expansion and generation, and may even worsen the unemployment problem 
in urban areas (Harbison, ILO reports). 

The priorities-according to many project guidelines-assigned to work pro.
jects in agriculture, rural development, rural trades, small scale industry,
cooperatives, community development, low-cost housing, etc. indicate labor 
intensive employment, expansion of productive capacity and improvements
in the informal sector of employment. These project priorities have Positive 
employment effects. 

As the two contrary trends go hand in hand in most FV Services, it appears that an overall 
project policV has not yet been developed under the aspect of employment-orientation. Since 
this volunteer manpower is precious-and expensive-a review of these project priorities is
urged in favor of those which expand employment opportunities, generate jobs and increase 
incomes in the rural marginal sector and groups. 

The third employment function, to ficilitate employment for volunteers after completion of 
service, has from the start been a concern of all FV Services. Most of them begin to inform 
volunteers six months before the end of their terms regardinq job opportunities, inquire about 
job interests on specific forms, forward applications to employment agencies, and establish 
job "hotlines"; they even enter into contracts with some industries to release employees for 
service abroad without loss of promotion or pension rights, and to reinstate them in adequate
positions after completion of their successful service. The continental European services
primarily take the latter course with volunteers who have been in the employment system and 
will return to it after service. Overall, the more the technically skilled or professionally quali.
fied volunteers are employed by an FV Service, the better the linkages into the employment 
system. 

This review has highlighted the current broad range of employment-oriented activities in tw' 
four categories of Development Services. Also it has indicated the gaps. Development Services 
have always adhered to what I LO now calls the Basic-Needs Principle, to help ensure a mini 
mum income for all. The Training and Employment Schemes di;'ectly employ especially those
 
afflicted by the lack of basic needs, whereas other categories provide this assistance to the

recipients of their service. There also are differences between individual services in their con.
 
cern for the employment problem. For example, BUTSI in Indonesia, the services in Malaysia
and Thailand, the Kenya Village Polytechnic and the Benin Clubs 4-D reveal a higher degree of 
employment-orientation in their overall program than do others. Foreign Volunteer Services 
especially and many Social and Teclinical Development Services show less employment.
orientation in their training and work programs. They should question, whether volunteer 
assignments in modern sector projects, including higher levels of general and technical educa
tion, city planning, public administration, etc., are still justified. Clearly, in comparison to the
overwhelming employment needs, a continuation in such volunteer assignments means serving 
a low priority development interest-it also means less effectiveness for the service. 

Finally, there is the major impression that the employment problem is not given necessary
attention, because its complex interrelationships to other aspects of developrr.ent have not 
been fully probed in most services. In other words, the awareness and perception of the 
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robleal i icoliplto, stll that In tnrl9(: ltd ill Ihi oattired anploymgli t actlvtiol slid thelock of comprehensive policy and streamlined action. Development Services arethis respect not alone inas the ILO World Employment Programme,efforts 14 1 reveal. For example, 
and particularly their researcha number of studies are underway to shed light on the interrelctionship between secondary technical education versus vocational training and their effecton youth unemployment. One evaluation focuses onment, the question of training for self-employespecially the differences in skills and achievement motivation required in comparisonto those of wage earners. These are areas of great interest to Development Services and theyneed to keep abreast with upcoming results. 

There is no longer any question that Development Services have an obligation to design theirpolicy for development and self reliance around the expansion of income earning activities andthe generation of new jobs in rural areas, particularly agriculture, services and the informalsector of employment. There is no longer any question that Development Services needcatch up with current 	 toknowledge and discussions, and initiate a comprehensive employmentoriented development strategy of their own which comprises all sectors of their operations. 

WHAT THEN ARE THE ELEMENTS FOR AN EMPLOYMENT-ORIENTED STRATEGY OFDEVELOPMENT SERVICES? 

1. Identification and statement of the employment problem in the geographical service area:nationwide, 	by region, and for the recipient community, and in terms of both coverageand volume of employment needs of specific groups: 

(a) Target population groups in rural artns: school age youth, young adults, women,senior citizens; land poor farmers, !.ubsistence farmers (lacking cash crops), underemployed in the service and informal sectors; 
(b) Target population groups in urban areas: unemployed youth and young adults,squatters and those underemployed in services and the informal sector; 
(c) Volunteers themselves both during service and in permanent employment after

completion. 

2. Identification and statement of priorities of employment needs for the geographical
service area and the target population groups in terms of: 

(a) Early expansion of employment opportunities for the underemployed and generation of new jobs for the unemployed resulting in improved incomes and other basicneeds according to standards established for the serviced country; 

(b) Capabilities of available and potential volunteer manpower to invest their time mosteffectively in such employment-oriented training and work programs. 
3. Establishment of an employment-orientod development strategy based on the identified 

priorities and capabilities, including: 
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(a) 	 Preference of volunteer placement in generating employment and expanding assign.
ments in rural areas, and only a few crucial and selected urban employment situa. 
tions; and critical examination of the current urban, technical/industrial and 
administrative volunteer jobs in the modern sector; 

(b) 	 Cost-benefit accounting for each volunteer assignment, especially in STD and FV 
Services, in terms of benefit producing employment generation and based on data 
from "typical" work program areas so that benefits from each project type can be 
assessed, and indicators for employment producing effectiveness can be developed. 

(c) 	 Criteria development for employment-oriented volunteer training for: transfer of 
employable skills to others, generation of achievement motivation, acquisition of 
employable skills and motivation by the volunteers themselves. 

(d) 	 Policies to publicly support and promote the removal of licensing regulations that 
limit employment and other conditions which hinder self-employment and job 
creation; 

(e) 	 Provision of professional/technical advice to volunteers during assignment to support 
them in employment-oriented activities in local communities; 

(f) 	 Development of a self-employment module for Training and Work assignments 
taking into account the capabilities of volunteers working in such projects; 

(g) 	 Plans for loan schemes, revolving credits or other forms of financing during the take
off period in self-employment until the person has established a favorable credit 
history to obtain funds in the open market. 

4. 	 Linkage with the employment system both the formal and informal sector through: 

(a) 	 Cooperation with national employment planning; 

(b) 	 Relationships of various forms with employer organizations, labor unions, pro
fessional organizations, public service agencies, regional organizations concerned 
with employment generation and expansion; 

(c) 	 Exchange between professionals in employment agencies and Development Services 
staff to improve both the effectiveness of the services' contributions and the 
agencies planning to alleviate the employment problem. 

5. 	 Community participation in plan development and implementation of employment.
orieni.Rd work and training programs, including management of projects, administration 
of fuids, and maintenance of continuing programs after the volunteers have left. 

It is believed that the development of such an employment-oriented strotegy would have a 
positive effect on a Development Service as it would ensure an investment in a priority issue 
and avoid waste of resources in areas of secondary concern. This, no doubt, would improve the 
respectability of the service at home as an institution to be taken seriously-a current problem
which most services face in "selling the idea at home". Such an improved image would be 
justified on the basis of improved operations. The proposed strategy affects all program inputs
and tasks and streamlines them to the defined employment-oriented output. And, finally, such 
a new strategy may well lead to a broadening of the volunteer basis. Those services which have 
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become increasingly more specialized in their volunteer resources may find themselves too 
onasided, addressing the wrong employment sector. They may need to open up again to the 
more generally educated volunteer who posseses, or gains in training, some vocational skills. 
Inother words, an employment-oriented development strategy provides a new opportunity for 
Development Services to critically examine their mandate and operations. 

RECOMMENDATIONS FOR IMPLEMENTATION 

1. 	 Study the current discussion on employment, especially the ILO reports on the compre
hensive employment strategy missions to Colombia, Iran, Kenya and Sri Lanka and their 
principle implications for Development Services. 

2. 	 Review your country's and your project countries' employment policies and programs. 

3. 	 Obtain the services of one or more employment experts for a limited time and on an 
staff exchange basis with the Ministry of Labor/Manpower or other relevant institutions 
to assist in the examination of your service's employment policies and programs, stategy
design and the development of an in-house staff capability related to employment
orien ted development. 

4. 	 Examine your service's policies and programs and develop employment-oriented strategies
indiscussion with local communities, volunteers, staff and supervisory authorities. 

5. 	 Devise a feedback procedure to ascertain at regular intervals progress or failure in employ
ment efforts. 

6. 	 Test the new plans and feedback procedure in a few pilot projects where community 
participation is ensured and a variety of employment generating volunteer assignments 
can be tried out. 

Improve ongoing volunteer projects on the basis of the new employment policy and 
iplement new projects accordingly, including the development of subsequent materials 
s,;ch as self-employment modules. 
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CrZEN PARTICIPATION 10 

Citizen participation, the third major policy issue for Development Services, concerns the 
mobilization capacity that Development Services mustercan in local communities and the 
society at large. 

Citizen participation isboth a means and an end in itself. The term implies equality and action.
In a more general definition it is the act or fact of partaking in any of several equal portions of 
rights, duties, interests and concerns. Equal rights and duties are, of course, basic democratic 
principles, and without such citizen participation there is no democracy. 

The fact, or act, of partaking with equal opportunities isalso at the core of development, thai 
isthe -,,ancement of people. Irrespective of the political system of a society, without citizen 
participation there isno development. 

And, partaking in several of equal duties, interests and concerns is the principle aim of selfreliance. Without citizen participation, self-reliance cannot be realized. 

Thus, much as political systems may differ widely, citizen participation is a principle which 
embraces the very existence of both the developing and industrialized world, the western 
democracies, the socialistic, and totalitarian systems. 

Citizen participation is a complex issue. It has been studied intensively and much has been
written about it. It would exceed the limitations of this study to go into all the details of this 
question. In the previous Chapters 4-7 the structural a, rangements for citizen participation inthe various categories of Development Services were reviewed. In this chapter, the principlesof citizen mobilization and the capacity of Development Services to espouse and embrace it 
are under discussion. Bibliographical references in Appendix C-2. supplement the aspects of 
citizen participation which are considered here. 

Pravlou'a.Pg La" 
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THE ISSUE OF PARTICIPATION 

Citizen Participation isa Moblization Process 

As an action, citizen participation is a mobilization process which involves all levels of society,
from the family unit, through -Jnmunity and tribes, up to the nation at large. In his ground
breaking treatment on "The Active Society"- 42 , Amitai Etzioni defines mobilization as a 
process by which a societal unit-the family, community, region, country, an organization
gdins significantly in the control of assets it previously did not control A mere increase in
members, for example, is not considered a mobilization but, rather, a gain of potential for a 
larger capacity of control and use of assets. Assets include manpower, funds and loyalties.
Thus, an increase of investment of manpower or action by people, and/or an increase in raising
and disbursing funds is a gain over the previous stage and, hence ismobilization. It represents 
a gain in controlling power. Therefore, by definition, mobilization isboth a process of change
(in the control structure) arid a changing process (of societal structures and boundaries). The 
level of unit-mobilization, or the degree to which a unit is mobilized, is indicated by the 
fraction of assets controlled in comparison to the supra- or sub-units. In other words, Develop
ment Services which not only increase their investment of volunteer manpower in development
projects but also provide recurrent education and employment opportunity lead to changes in 
the system and, thereby gain a higher level of societal control and mobilization. Or, local 
communities which not only supervise volunteer, but also determine their own project 
priorities, provide internal leadership and control the project funds, and thus increase their 
level of mobilization. 

Finally, forms of mobilization most important for the considerations here include: 

* utilitarian mobilization: for example the change in control of manpower, i.e. 
the ratio of people employed by the mobilizing unit; 

* normative mobilization: for example, the change in attitudes toward other 
tribes, sub-cultures, the poor, the rural population, the country; 

" general societal mobilization: for example, increase in local community
projects, or also an increase in voters' participation which, according to 
Etzioni, also rupresents mobilization, a change from a collectivity to a polity. 

Thus, mobilization is a control concept. "Mobilization... implies a collective actor who is 
capable of controlling societal processes, at least to some degree, and is not merely subject to 
them "4 2 . 

Hierarchy of Participation and Social Values 

Within a society, citizen participation is stratified in different levels; there is a Hierarchy of 
Partaking: 

1. Involvement to maintain one's livelihood and that of the immediate family 

2. Participation in local community affairs through 
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3. Participation in immediate -egional or tribal affairs through 

" action (helping others or representing interests) 
" decision-making (sub-regional or tribal government) 

4. Participation in national or society organizations at large affairs through 
" action (helping others or representing interests) 

" decision-making (through government or organizations on the national level) 

5. Participation in dispers:Ing authority and legislative power through elections. 

This hierarchy of partaking arises from the more immediate concern of the individual andfamily up to the highest level of dispersion of authority and legislative power. Within eachlevel, action is one form of involvement, and participation in decision-making a more pro
found stage of control of assets. 

These levels of partaking are much like Abraham Maslow's Hierarchy of Needs 74: 

1. to survive, the most basic and primitive human need 
2. to be safe and secure, the need of freedom from anxiety
3. to belong, the social need of affiliation, growth
4. to be "somebody", the ego need 
5. to be all one iscapable of becoming, the need of self-fulfillment. 

Only when the most immediate needs are met is the individual able to proceed to satisfy higher
needs. 

Thus, the different levels of partaking represent also different Social Values for the involved
individual citizen. Only after immediate personal and societal needs are satisfied can oneproceed toward self-fulfillment and the higher levels of citizen involvement and duties.
Maslow's hierarchy of social values are not culture-bound and therefore limited to a "western"
Society, but they reflect basic human values we all share. Thus, citizen participation isnot only 
aPolitical/societal phenomenon, but also an individual/social value. 
That citizen participation is stratified at various levels has, of course, consequences not only
for the locality, where it occurs, it also affects those who are able to participate, and thedegree of impact the involvement has on the overall society. And finally, neither hierarchy
isstatic, they are processes which feed at each other and enhance each other's gain to higher 
levels of satisfication. For example, the participation of a poor volunteer in a DevelopmentService not only helps to satisfy his immediate needs to eat, to be clothed and have a place to
lodge, but it confers belonging, growth by helping others, and the experience to be "some

oAt the same time, his mobilization will contribute to citizens' involvement in otherCommunities (i.e. a multiplied gain in manpower control that ismobilization). 
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Organization Precedes Participation 

Mobilization of people to partake in community or other large societal affairs requires organi.
zational structure. Local level organizing, intermediate and national forms of society organiza.
tion, determine capacity for partaking. This istrue for the society or nation at large, as well a 
for social organizations like Development Services. 

The title for this Sub-Chapter iktnkn from the excellent assessment by Edgar Owens and 
Robert Shaw on "Development Reconsidered" 9 1 . They found that the success of development
participation by those in need is largely determined by the form of organization in any given
society. They distinguish two forms of organizing and involving people as the primary reason 
why some countries succeed more than others in alleviating poverty. They call it the "dual" 
and the "modernizing" society. The relationship between government and the people is the 
basic distinction between both types: 

"Dualsociety governments try to encourage economic growth with little trust 
in the capacity of thcir ordinary citizens. Instead, both investment and profits 
are concentrated in the hands of a few who are believed to have the necessary
expertise and initiative. Small producers- farmers, artisans, businessmen-are 
not given access to the means of production, the financial system, the market 
and the knowledge. Village communities are essentially self-contained and are 
not linked upward to the much /arqer whole of the national society and 
economy . . . there is no systematic effort to build up in local communities the 
knowledge base of a modern production system." And: "Dual society govern
ment tries to extend its administrative arm to the local level and work directly 
with villagers and townsmen, to solvw people's problems for them. Such a 
system is a way of arranging for people to receive some physical paraphernalia 
of development-roads, schools, wells . . ..However, the traditional relation
ship between government and people ... remains essentially unchanged. The 
traditional system of rule by the few "or the many, from top down, from 
the center out, has simply been expanded to encompass the new goal of 
developmen t." 

They have become a dual society governed by benevolence. 

In contrast, modernizing governments move to bridge the gap between the traditional "elites" 
and the masses of people: 

"This bridge consists essentially of establishing and strengthening local institu
tions and systems in which the people can solve their own local problems.
These local institutions and systems are then directly linked to higher levels of 
the economy and society so that, for example, the local cooperative is directly 
linked to regional and national federations of cooperatives . . . " And: 
"Modernizing governments do not try to work directly with the great mass of 
people. Rather, they work with the local institutions and rely upon the leaders 
of these institutions to work with the people. Primarily through these institu
tions, small producers gain access to the means of production, the financial 
system, the market and the knowledge for the first time . . .In a modernizing 
society, the relationship between government and the people can evolve in the 
direction of mutual confidence and respect. Some measure of social stability 
can be achieved as people begin to feel a 'sense of belonging' (quote from Oscar 
Lewis, who argues that what the poor want is a sense of belonging, of power 
and of leadership)." 
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Third, Owens and Shaw point out that decentralization and p ticipation-and not freedomare the distinguishing factors in a modernizing society, and they continue: 

"Put participation is not synomynous with democracy. It can be achieved inany political system. The most importan7t difference between countries is nottheir form of government. The realities of development at the grass roots levelmay have little to do with the forms of the political superstructure. The largestdemocracy in the world, India, the military dictatorship of Brazil, and thesocialist state of Burma all fit into the category of dual societies ... On theother hand, the modernizing counltries . . . as examples of how really rapideconomic growth can be achieved, run the gamut from democratic Israol andPuerto Rico, to communist Yugoslavia, to authoritarian Taiwan, Egypt, and
Korea. " 

Thus, Owens and Shaw find that, irrespective of the political superstructure of government,the local institutions function quite similarly in their modernizing effort-whether they belongtoJ authoritarian or democratic societies. They feel "One of the great ironies of the twentiethcentury is that it is the modernizing authoritarian governments which understand the importance of organizing people. 'The ability to create public organizations and political institutions is in short supply today. It is this ability which, above all else, the communists offermodernizing countries' (quote" from Samuel P. Huntington, "Political Development andPolitical Decay", World Politics 17, 1965). And Owens and Shaw continue: "'Wedemocrats,however, have been economic determinists vis-a-vis the Third World. We have assumed thatincreasing economic growth would, almost automatically, increase participation and social
justice."" 

This stand is confirmed by Amitai Etzioni when he states42 : "In general, totalitarian societiescen mobilize more easily and can remain relatively more moblized for a lonw-er period of timethan pluralistic ones. Modern societies are more mobilized than were most previous societiesend developed nations are more mobilized than developing ones. " 

These findings do not diminish the value of democratic societies and organizations, but theydo pose a challenge to their perceptions of development. It appears that the intellectual "short-Cut" that economic growth and increase in profits are basic democratic features has led todevelopment policies which largely ignored the importance of local level participation. 

Democratic organization adds additional dimension to participation by citizens: that offreedom, a share of ultimate authority in the dispersion of power, and participation in decisionmaking at all levels (not merely the local) of society. As the "Prospectus for aCitizen Involve.ment Program" states 22: , democracy (is) the living principle which holds not only thata sOciety's leadership must earn the people's consent but that it can rely on their wisdom."Thus, it is the different level within the hierarchy of participation and social values whichdistinguishes democratic superstructures from authoritarian systems. 

8ut it isnot the task of this study to evaluate different political systems. Only in so far as theybear on the advancement of people, i.e. their development through citizen participation, arethey under scrutiny. While local level organizing, access to knowledge, financing, production,and employment and economic upward mobility, to a certain degree, differ little betweeenauthoritarian and democratic societies, the social and political upward mobility in totalitarian 
sYtems isquite limited. 

391 



Thus, these organizational considerations confirm that citizen participation isa 

" mobilization process 
* control concept 
• social and political value. 

It is within this framework that the mobilization capacity of Development Services within the 
local community and the society at large will be discussed in this Chapter. 

THE 	MOBILIZATION CAPACITY OF DEVELOPMENT SERVICES 

As is evident from the analysis of the four categories of Development Services in Chapters 4
through 7, citizen mobilization is both an objective and aprogram task which is not category.
specific. In all Development Services it was found that citizens participation encountered the 
followir.g aspects of involvement: 

1. 	 Accepting the service idea 

2. 	 Participating in Development Service Organizations 

3. 	 Receiving volunteers in local communities 

4. 	 Supporting Development Sen ices individually or in groups 

5. 	 Dispersing authority, super. ising and advising Development Services in insti
tutional bodies. 

It is in these five areas that the mobilization capacity of Development Services is realized. 

1. 	 Accepting the service idea on the part of potential volunteers, their parents,
their home community and the community they serve indicates normative 
mobilization. 

Accepting the service idea introduces-or reconfirms-the social values this service represents
to citizen groups. In cases of resistance at home-which occasionally has been reported-the
mobilization barrier i:, raised for the individual volunteer who then has to muster additional 
norms or values to realize his intent to join a Development Service. If he does, he has gained a 
higher mobilization level which overcame the acceptance barrier. Acceptance barriers have 
been reported by Domestic Development Services where tribal influences and patriarchic family
structures are still strong (dual societies). Foreign Volunteer Services also indicate occasional 
resistance at home which is also related to the dual nature of the family or home village.
Service in a foreign country-which requires inter-societal perception and international norma
tive mobilization-raises the barriers for public acceptance. It appears, that the normative 
mobilization of acceptance at home is a pre-condition for an effective societal role at home
and in a foreign country. But normative mobilization is not achieved merely by better public
relations-the usual approach Development Services use to "sell their idea at home"-but 
primarily by gaining control in societal structures and changing the boundaries of the services' 

392 



CItisoin Participuatlui 

influence. For example, if a service provides recurrent educational opportunities, or increases 
the potential for follow-up employment, or embarks on a development education program at 

home, it has gained control over a new sector which affects normative mobilization and
therefore-improves acceptance at home. 

2. 	 Participating in Development Service Organizations, especially as volunteers,
 
represents a utilitarian and a normative mobilization of a higher intensity
 
than other forms of participation.
 

According to Amitai Etzioni 4 2 , Organizations as such Constitute the Most Mobilized Form of 
a collectivity. The act of organizing previously unorganized people increases the level of 
mobilization in a society, even if the organizations encompass only a smaller proportion of the 
group they represent. The fact that Development Services actually involve target groups in 
training and work/service, but reach only a smaller fraction of the uneducated and drop-outs, 
the students, elderly or graduates, still represents a higher level of citizen mobilization than 
less structured involvements such as farmers' extension services, mobile training units, short
term seminars, etc. Those Development Services which are obligatory by the nature of their 
recruitment-like many Study-Services-of course reach all of their target population. Thus, in 
terms of a mobilization process-to gain more contrcl over assets according to Etzioni--W; 
obligatory services apply coercive mobilization and have the edge over those which recruit by 
voluntary commitment. The voluntary participation in Development Services indicates norma
tive-and often utilitarian-mobilization. Volunteers apply for service of their free will and in 
joining express their concurrence to the underlying values and doctrine that the service repre
sents. They also join to utilize the service opportunity for change in life style, going places 
("Wanderlust"), learning and in hope for later employment advance. While, initially, coercive 
mobilization has the edge in quantity, and normative mobilization has it in terms of mobilized 
values-this distinction does not continue so clearly as the service wears on. The actual conduct 
of the service program will determine which normative mobilization remains and what kind of 
Utilitarian mobilization succeeds. Coercive mobilization in obligatory services reaches its limits 
and turns into loss of participation if excessive means are used. Etzioni cites especially psycho
logical limitations of boredom, fatigue and excessive attempts at indoctrination which cause 
resistance in such authoritarian situations. On the positive side, many Study-Services indicate, 
and a study in the Philippines112 confirms: as long as volunteers are assigned to projects 
where they are really needed, have plenty to do and can contribute to improve the conditions 
of people, both volunteers and those mobilized by legal obligation perform equally well. Both 
Social and Technical Development and Foreign Volunteer Services report similar psychological
mobilization barriers-despite the voluntary initial commitment-in cases where volunteers 

Were placed in the wrong project, felt they were not needed, found a lack of work, and were 
therefore unsatisfied. The experience of being needed, of being able to contribute and advance 
other people conveys a satisfaction which holds a npecific value to the individual ano there
fore represents a normative mobilization which endures-irrespective of whether the ;nital 
mobilization occurred under coercive or voluntary conditions. 

Second, Development Services have two Organizational Design Characteristics which raise their 

mobilization capacity in comparison to other organizations: that is their accessibility by 

various levels of the social strata-including the poor-and the equality of status and treatment 
of volunteers. 
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The fact that the different categories of Development Services address
specific population groups with terms that enable all to afford participation
through payments of living allowances, provision of housing, special ;Ioth.
ing, etc., makes them different from other organizations. Both Etzioni and 
David L. Rogers 42 , 10 4 report that normally more high-status than low-status 
persons belong to voluntary associations. Probing the specific question:
"Does voluntary organizational membership enhance equality among class 
groups?" Rogers found in his evaluation of American voluntary associations 
that, because more high-status persons belong to associations, they tend to 
gain more from this membership than those of lower status, and, that group
membership may solidify rather than diminish inequality. He also found that 
higher-status persons are more likely to be active within the organization
than low-status persons, who derive their stimulation from the mere 
membership. Thus, he states, societal mobilization in a voluntary association 
may not be realized equally by persons from different social strata. In sum,
he found the combination of status and mobilization had the following 
effects:
 

- the organizational affiliation as such increased the societal participation
for each status group, but the participation by the lower-status group was 
increased more by the fact of group membership 

- proportionally fewer low-status persons could be mobilized (were ina 
position to participate) 

- and, the political gain was three times higher for the high-status group 
than for the low-status persons. 

He concluded, that in voluntary associations the mobilization process may 
serve to concentrate power rather than disperse it among class groups or the 
wider population. 

Thus, the general notions that voluntary associations increase equality among
citizens, foster wider distribution of political or societal power and provide 
a mechanism for collective articulation of social values which emerge in a 
population-such notions are not confirmed by studies which Rogers, and 
others, have made. These trends, Rogers noted, can also be discearned in 
Developoment Services. For example, the Kenya National Youth Services re
ported atrend of increasing applications for higher-status volunteers, namely,
high school graduates. But Development Services, whether obligatory or 
voluntary, have some safeguards to ensure equality. The first is the above 
mentioned recruitment of special population groups. In the light of findings
by Etzioni, Rogers and others, it becomes even more important that 
Development Services adhere to their target group policy to involve the 
poor, the illiterate, the drop-outs or students or graduates-whatever their 
target population. 

The second organizational characteristic is the equal status and treatment 
volunteers receive irrespective of their educational, family, tribal or income 
background. Their living allowances, health care, insurance, mobility, vaca
tion allowance and their status or role assignments within the group are 
equal. Even if volunteers could improve their living standards during service 
with supporting funds from their families-in most cases they are not per
mitted to do so. 
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From the point of view of the society at large, Etzioni explains that the mobilization of apreviously passive collectivity is a slow chain-reaction process which is gradual and uneven."Collectivities on the move do not move frontally with all its members in the same position. " And, 'We expect mobilization to be an elitist process. There is not one elite and a mass following but rather several elites, semi-elites, and various sub-collectivities activated to varyingdegrees . . "" What in the evaluation in earlier chapters appeared to be a distinguishing factoramong the categories of Development Sprvices, namely the addressing of specific populationgroups for service combined with compatible training and work programs, becomes here aspecific asset of mobilization capacity. By involving people from all social strata they avoid reinforcing elitist principles but develop many different sub-elites-even among the poor, therural uneducated, the handicapped, the elderly, the young offenders, 

A third aspect of the mobilization capacity of Development Services is related to the ratiobetween potential and actual use of assets, the Level of Internal Mobilization. The major assetis the recruited volunteer manpower which is brought to use in 70-95 per cent of the cases.The missing 30-5 per cent represent the attrition rate of volunteers due to selection process,emergencies or failure on the job, which varies among services. The other asset lies in thefinancial resources at the disposal of a service, through government allocations or privatefundraising. Here, the internal mobilization is much lower and differs more widely amongservices. This ratio of internal mobilization depends on the cost per volunteer man-year andthe proportion spent for administr3tive overhead. For example, the Kenya Village Polytechnicsand the Voluntary Development Association, BUTSI in Indonesia, the Thailand VolunteerLeaders for Community Development, Community Service Volunteers in the UK, theACTION/USA Programs for the Elderly, and CUSO have a high level of internal mobilizationof financial assets. At the opposite point of the spectrum are the German DED, the DutchSNV, the Nigerian NYSC and the Thai Rural Development Volunteers which have high unitcosts and, therefore, a low level of internal mobilization of their financial assets. As discussedearlier, the staff:volunteer ratio, the amount of living allowances paid to volunteers and theadministrative costs (resulting from extensive supervisory dependencies) result in a loss of

internal mobilization.
 

Fourth, the Type of Program Inputs and Tasks and their related policies affect the mobilization capacity of Development Services. Here, the dual and modernizing organization concept
call be applied to assess the mobilization capacity for development. Of course, the organizational structure and mode of operation of a Development Service is influenced by the societyat large in which, or from which, the service operates. These are given facts. However, anyDevelopment Service has in option to develop principles, structure and policies which leaneither toward dual or nodernizing approaches. They deserve more attention and are heredescribed as dual or modernizing organizational characteristics. 

Dual program inputs and tasks characteristics in Development Services concern: 

* A centralized organizational structure, where the administrative arm of the
service extends directly to the local project level. Examples include: 

- The centralized staffing and decision-making pattern in the Clubs 4-D in
Benin without sufficient feedback from local communities. Even though

there is some local management of funds for small scale operation, decisions on technology used in farming are made for the Clubs by the centralgovernment and FAO officials and they have-as yet-had no access to 
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funds to settle their graduating volunteers. Clubs are locally contained, 
members have no upward mobility. 

- The centralized work project management by the Kenya National Youth 
Service, which-by policy-is large scale and outside local communities, 
mairtains dual relationships between the volunteers, and the leadership 
of the service. 

-	 The centralized organization and field administratior representing the 
German DED, the Dutch SNV and the US Peace Corps in their respective
host countries. These strong administrative field structures self-contain 
the service-like a community--in isolation. Possibilities for participation 
are missed but could be invited if the administrative profile were lower 
keyed. Also, these services are for volunteers rather then of them. It 
should be noted, however, that in individual volunteer assignments, these 
Foreign Volunteer Services primarily work through local community 
organizations, that is they use a modernizing approach in their work 
projects.
 

" 	 Volunteer assignments to Work Projects which 

--	 re-inforce "elites" and promote exclusivity such as large scale industry,
public administration, higher education, charitable projects (except in 
cases of emergencies); 

encourage volunteer work for citizens rather than with or through them, 
such as projects which are not community based, not production- and 
employment-oriented, especially administrative or health and social 
assignments which can be conducted by regular national manpower. 

" 	 Development Services which have no formal linkages or program efforts: 

-	 to further enhance education or training after service, 

-	 to facilitate or generate employment at completion of service term. 

Concerning volunteer service in a dudl society Owens and Shaw add: "Throughout the Third 
World during the past two decades, the combination of central government donated tools 
and materials and volunteer labor by villagers has been acommon method of carrying out local 
development projects, building such things as farm-to-market roads, wells, primary schools,
especially in rural areas ... the amount of time donated for such projects by villagers has been 
interpreted by central government officials as a general indicator of villagers' interest in and 
support of government initiated development projects. " 

On the positive side, modernizing program input and task characteristics in Development
Services potentially permit a kind of participation which bridges the gap between the "elites" 
and the people. These organizational characteristics include: 

* 	 De-centralized organizational structure where the administration of volun
teers works through local community institutions such as: 
- Local autonomy of the Kenya Village Polytechnics, managed by the 

Management Committees of villagers. 
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- The village level work programs of the Malaysia Farm Youth Project andThailand Rural Youth Leadership Training which is administered byvillage heads or local farmers' organizations. 

- The de-centralized training of 9UTS! volunteers in Indonesia and theirwork assignment to villages under the supervision of the village headman. 
- The delegation of volunteer training and direction of joint work projects
to villagers case
in the of the Voluntary Development Association of 

Kenya. 

Volunteer assignments to and work supervision by local communityorganizations in the case of Study-Senices in Indonesia, USA, Nepal, andoccasionally in Thailand; Social and Technical Development Services inCanada (CYC), UK (CSV) and the domestic programs of ACTION, USA,also use this approach. Of the Foreign Volunteer Services only CUSOlCanada) volunteers are occasionally administered-in contrast to super
vised-by local community institutions. 

Project designs and methodology which enhance production, the local bodyof knowledge, community organizing, access to funds, markets and upwardmobility, basic and technical education, employment generation, interest,
representation). Examples include: 

- The Regional Youth Centers of the National Youth Movement in CostaRica which are resource centers for volunteer training, local community
organizing and project development and work service supervision.
 

- Community development work which is based on community organizingin contrast to providing technical or social services for the community-iscarried out by voluntary Development Association (Kenya), Company ofYoung Canadians, VISTA(USA), Rural Development Volunteers andVolunteer Leaders for Community Development both in Thailand,

Canadian University Service, and Peace Corps (USA).
 

- Access to funding of local community projects include the followingexamples: the volunteer manpower "banking system" of the VolunteerLeaders for Community Development in Thailand, the local financingboth in cash and in kind-of the Kenya Village Polytechnic, the cash cropproduction and selling on the part of the Clubs 4-D in Benin, and therevolving loans UNICEF provided to the Kenya Village Polytechnic tosettle former participants in self-employment in small trades, crafts and
services. Some of the CUSO discretionary financial projects have modern.
izing effects, for example for scholarships, local community organizing or
production. Other CUSO funds, and those of the Peace Corps School
Partnership Program, are benevolences in the Owens/Shaw terminology

and thus have a dual societal characteristic. 
 However, the fundraising
activity at home for both services has a modernizing effect-involving all
people, especially the young and community groups, linking them withcommunities in developing countries. Other Foreign Volunteer Services
have no financial program of this nature and, therefore, a reduced mobil
ization capacity.
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- Providing upward mobility for villagers and the disadvantaged target 

suth e.qthe caertIfled trahing end industrial work lIrogoem orl the Part uf
the Malaysia National Youth Pioneer Corps; the certified training of the 
Kenya National Youth Service, and the regional cooperatives' associa
tions the German DED supported in Kenya, especially for former Village
Polytechnic participants who had settled in rural trades and crafts. 

This review indicates that most Development Services have a "mixed bag" of dual and modern.
izing organizational characteristics-some which hinder and some which advance participationin development. As the analysis in Chapters 4-7 and the discussion in Chapters 8 and 9 have
revealed, the same issues appear again and again. While they were discussed earlier under the 
aspect of management efficiency or service effectiveness, as a problem of recurrent education 
or employment-orientation-many of the same organizational issues are here reaffirmed as a
helping or hindering factor in mobilizing development participation. 

And finally, Development Services are social institutions within their society at large, desig.
nated with a specific mobilization role. As discussed earlier, mobilization is a process of change
which modifies the boundaries among various societal systems and requires a continuing invest. 
ment to maintain their level of integration and organization. This, Amitai Etzioni was first to
call Societal Guidance: 'We refer to the combinod sources of social regulation and change, the
downward and the upward flows, as societal guidance." John Friedman explored the concept
further43 : "Roles for societal guidance are most frequently embodied in organizationsthat are linked to each other in a distinctive pattern; this pattern may be called the Guidance
System of a Society. " And, "Each of these roles has a potential but limited capacity for in.fluencing the course of societal change . . By introducing innovacive changes into the guid.

ance system, the society's performance will also tend to be changed." 
 In order to effectively

fulfill a role as a partner in an overall "Societal Guidance System", Friedman develops 
anaction-planning model, replacing the normally applied distinct management steps of (a) prep.
aration of plans, (b) adoption by policy makers, (c) implemntation by managers, (d) feedback 
to managers and policy makers. He suggests that planning is already a first step of action, and
deliberate actiorn is planned, and therefore action-planning are simultaneous, reinforcing steps.He believes that action-planners are the future leaders of societal institutions. replacing the 
current politicians. 

Development Services, operating on a national scale, are part of this Societal Guidance System.
They have been introduced as innovations into the Guidance System in order to change-in
accordance with their mandate-the performance of society. Development Services were established with certain patterns of societal linkages, for example to the Departments of Labor.Manpower, Development or Education, to primary schools, colleges and universities or to
various sectors of the employment system. The main role expected of them within the SocietalGuidance System is to modify or remove barriers between systems and to bridge gaps and thus
help to permit access to, and free flow and promotion of people through the system. The more
successful Development Services have been able to establish new linkages w'th various other
societal institutions and to influence the direction of the Societal Guidance Sy.-tem. For edu
cation and employment, this was discussed in detail in the previous two Chap'ters. Here, it isimportant to note that the degree of mobilization of a Development Service is not only
expressed by the linkages it has established for input of resources and use of outputs, butprimarily by the way linkages are directed to help guide the overall societal system. Forexample, the efforts on the part of BUTSI-after it had been proven a success-to establish the 
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stuyServicn KKN lit In duioiNin, undicr MlIJutiviNi ii of the Minisity of IlucatIon Is such a 
mobilization in societal guidance, because It expanded the realm of education and eased 
borders of access and status. Or, the introduction of development education in schools and 
adult education in Canada, and the presentations to Committees of the Canadian House of 
Commons and the Senate on questions of trade and apartheid-both are actions on the part of 
CUSO that aim at change in the Soietal Guidance System at home. 

Changes in the Societal Guidance System are introduced by way of action-planning and media
tion. Development Services are fortunate to have had on occasion, gifted leaders who have 
been or are-in fact-action-planners and mediators, But none of the Development Services 
evaluated ir.this study indicates an awareness, or prescribes policy or a job description for 
their 	leading position which would fit the requirements set down for societal guidance. Fried

4 3 :man 	 describes such leadership c;,m.abilities as trans-technical, skii s in managing inter
personal relations, sharpened knowledge of oneself, capacity for learning, humbleness, readi
ness 	 to listen, ability to relate symbolic materials (especially statistics) to reality, heightened 
capacity for empathy, learning to live with conflict and to accept defeat. As mobilizers, most 
directors of Development Services will agree that their task is complex and that they have 
experienced the need for such leadership capabilities. 

3. 	 Receiving volunteers in local communities, and initiating and supporting 
participation in development on the part of local citizens enhances the 
community's overall societal mobilization. 

Most Development Services operate under the premise to "help people to help themselves".
In principle at least, they aim primarily at initiating self-help projects, or support ongoing ones. 
Their success in local community mobilization depends on two things: 

* the state of societal organization in which the community finds itself, and 

* the organizational characteristics and performance of the service itself. 

Here utilitarian mobilization of volunteer and village manpower is applied to raise production,
expand access to knowledge and markets and to improve living conditions. Utilitarian mobil
ization through Development Services could be measured for example, by the ratio of produc
tion output of the community over the previous state, increase in employment, and gain in 
average income per household participating in volunteer projects. 

The goal is to achieve normative mobilization, the change of attitudes in local communities 
from dual societal perceptions to modernizing ones In general, this is a goal Development 
Services prefer to achieve via experience based learning and the demonstration effect of the 
volunteer's work in or with the local community. Seldom ar2 Development Services or volun
teers used for indoctrination purposes in local communities-if so, that usage takes place with
in the service itself and creates definite limitations to the mobilization effort, as discussed in 
the previous Sub-Chapter. In some cases, certain symbols which have doctrinary connotations, 
are used i,public, such as uniforms, parades, and participation in national holidays (Kenya 
National Youth Service, Malaysian Youth Corps, Iran's Development Corps). Indoctrination, 
for the purpose to either maintain dual organization societies or to introduce modernizing 
Processes, is determined by the political superstructure and by the culture/religion in which the 
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service operates (see discussion of value causes in Chapters 4-7, and considerations of disciplin. 
ary training and para-military work in Chapter 4, Program Tasks). 

And the ultimate goal is overall societal mobilization which, translated to the communitylevel, is best described by a recent study sponsored by the Charles F. Kettering Foundation
and carried out by Geoffrey H. Ball of Stanford Research Institute12 as that of the effective 
community: 

* economically viable
 
" politically effective
 
" socially vital
 
" esthetically satisfying

" personally fulfilling. 

"The Effective Community would seek to establish problem-solving as the normal process forcoping with community issues," Further: "People, individually and collectively, would have a 
sense of belonging to their community. By definition, then, such a community does not foster 
anomie, or isolation, or injustice." 

In an Effective Community, citizens must have access to and participate in: 

" shaping their environment 
" attaining equal opportunities for the minorities and disenfranchised
* processing communication information on national issues. 

In his image of an Effecti /e Community, Ball perceives citizen action as a vital force forchange: "No decision signit. cantly affecting the community should be made without some
form of collective process t;e'Jtively using the power of citizens and elites'" And, "Thetension between citizen rule and eli o rule ... needs to remain. (Because) Citizens'power risksdecisions based on opinions, molded bk' demagogues, on an insufficient knowledge base. Elite power risks decisions that are not accepted by, nor acceptable to, most people, focus primarily
on aggrandizement of the elite, and are again built on an insufficient knowledge base for 
effective implementation. " 

When Development Services refer to community development most of them have the image of an "Effective Community"-even if the image may be not as clear as the Ball study presents. 

Most volunteers are assigned by their services to other than their home communities. Excep
tions are the various farm youth programs in Malaysia and Thailand, the Clubs 4-D in Benin,and the Kenya Village Polytechnic which all operate at home. In the cases of Malaysia andThailand, training programs are conducted away from the home community, but the workprojects are carried out in the volunteers' villages. In both instances, mobilization of local
communities can be achieved, but to differing degrees, in different areas, and by other 
means. 

Service in Another Community, tribal area, cuiture or country provides the receiving community with the "outsider impulse" needed to move it from a self-containing state to adevel
opmental form, wherein people are not only maintained, but advanced. This point wasdiscussed in Chapter 3. From his research, Amitai Etzioni confirms this experience when heidentifies three pre-conditions which usually move a hitherto dormant stat? in a community
toward mobilization: 
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" 	 the levels of income and education tend to rise just before mobilization 
occu rs; 

* 	 the presence of an external elite (students, experienced adults, foreigners)which sparks mobilization, but must ignite the internal process by turning 
over leadership to internal elites at take-off; 

personal and collective projects provide such internal stimulus for take-offof 	community participation, but, for permanence of 	mobilization, a slowchain-reaction must follow which should involve a broader spectrum of subunits in the community and be guided by internal leadership and organization. 

Not 	only do these conditions confirm the importance of 	the outsider role of domestic andforeign volunteers in receiving communities, but they also indicate that a one-sided "givingeffort" through training and technical assistance, often precedes local mobilization. The crucialpoint, of course, for th2 outside volunteer assignment is the change-over toresponsibilities at take-of. This is the situation least clear and 	
local citizens of 

understood by both Domesticand 	 Foreign Volunteer Services. It requires further evaluation, including cross-sectoral andcross-cultural analysis. It is clear, that Development Services must gear their work program,policies, and procedures to the conditions in local communities if mobilization is to be stimulated and continued development participation ensured. From this study, some tentativeconclusions can be drawn on the conditions for 	the outside volunteer role to mobilizationtake-off and turn-over of responsibilities to local communities: 

* 	 It is the presence of the outside volunteer which enhances the chance for 
spL king local mobilization. 

* It is the Internal Leadership of the community which is essential to guide the
outside volunteer; 

• 
It is not the individual volunteer, but the local image and bureaucratic profile of his service organization which may hinder local participation (see also 
Chapter 11 on this issue); 

* 	 It depends on 	the type of project in which the volunteer is engdged as tohow take-off and turn-over are achieved. For example, expansion of agricultural production and marketing, establishment of small trade or craftsbusinesses, cooperatives or other employment-oriented projects, create earlymobilization effects, wherein take-off points are clearly identifiable and theturn-over is natural-as it is a pre-condition for take-off that local farmers,businessmen, etc. take up their new responsibilities, However, take-off andturn-over are not as clear for non-production projects such as education, andhealth, nutritional and social services. Volunteers can 	go on 	and on in theirassignments, and never spark local mobilization. Here, special project policysafeguards are necessary such as: planning of turn-over, limited number ofyears for recurrent volunteer assignments (CSV/UK) or limitation of assignments per community (BUTSI/Indonesia). Sometimes volunteers are replaced by outside employees-and the community remains dormant. 

It depends on a broad community-focused project approach to 	volunteer
assignments. Many services, and especially the Foreign Volunteer Services,look primarily at the individual development project and the work program 
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area (or disciplinary sector to which it belongs) for determination of their 
project policies, specification of volunteer qualifications, and development 
of indicators of effectiveness. For them, a community is a location where a 

project operates. From a citizen mobilization point of view, the community 
is the smallest societal unit to be covered b\' outsider roles, if local develop

ment participation is the objective. Here, "the community is the project" 
which should determine indicators of work program effectiveness and guide 

project policies and procedures. Thus, citizen mobilization requires the 

design and linkage of a multiplicity of developmental activities within the 
one receiving community aided by volunteers oi other outside sources. 

It requires a community project focus on (a) the expansion of the local 

knowledge basis and (b) community organizing for local participation. 

especially in health, nutritional, social and educational services. This is not 

easy to achieve. But continued outside provision of health, nutrition, educa

tion, etc. without the building of local organizations to take over these 
services, prevents citizen mobilization and development participation of the 

community. Here, Development Services need to review their project policies 

and designs. Many volunteers are assigned to health, social services and 
educational projects and they often leave unsatisfied at the end of service 

because they have achieved nothing of permanence. The reason, of course is 

the lack of community organization and building of local structures for take
off, and turn-over of responsibilities, on a continuing basis. 

It requires changes in volunteer policies on the part of Development Services. 
The trend in some services to assignments of higher specialized volunteers in 

specific jobs can work against a community-focused project approach. While 

highly qualified volunteers may be needed in special instances, the com

munity focus of assignments in most cases requires the more broadly edu

cated or life experienced volunteer. Also, the one or two year duration of 

service should not be a determining factor in the timing of project turn-over 

to local groups or organizations. The take-off and turn-over should be 
people and organizationsdetermined solely by the readiness of the local 

(including the availability of funds) to proceed on their own. Outside volun

teers must be adjusted to this intrinsic timing of their assignment. This may 

imply that one assignment can be terminated after six months while another 

may take four years. Here, the concept "the community is tile project" 

becomes most important: the volunteer can move on to another assignment 

within the same community without losing his time of adjustment and local 
by leaving an assignmentaquaintance, risking his status and self respect 

early. This, of course, is possible only if his rotation to other activities in the 

same community is part of the original planning. This is primarily important 

if the volunteer is highly specialized and his skills require special placement 

in order to be not wasted. In case of the more general education and/or 
BUTSI in Indonesiaexperienced volunteer, the rotation is somewhat easier. 

and Arsa Pattana in Thailand have such an approach built-in: the community 

is the project, and the volunteer is expected to be a "cross-sectoral develop

ment worker". The classical community development assignments of Peace 

or VSO/UK of the early days had many components favoredCorps, CUSO 
that the broad community focus andhere. However, the problem often was 

the aim at community organizing and turn-over was not planned, and volun. 

teers were not prepared for such an open-ended assignment. Now, after the 
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detour to a largely technical and specialized volunteer, it may be the time
again to ir'clude a broader range of volunteer capabilities. The Company ofYoung Canad.ans, which operated until March 1976, provided an interesting
example in this respect: they prepared their volunteers solely for action
research and community organizing-irrespective of the volunteers' skills and
professional qualifications. The example is given later in this Chapter. 

Thus, the slow chain-reaction Etzioni described as essential for maintaining a mobilization levelin communities, can be achieved by the timing of a succession of turn-overs of outside volunteer activities to villagers while the volunteer moves on to the next assignment within the same 
community. 

All seven considerations aim at the optimal point of turnover from outside mobilizers tointernal action in terms of utilitarian mobilization. If they succeed, even to a small degree, anormative mobilization has taken place as well. Thus, utilitarian mobilization-in thisthrough the local community worl - of volunteers-precedes the mobilization of new 
case 

norms,and the experience of utilization of the new assets under control by the local communityresults in change of attitudes. And further, the way in which the new assets are used influencesthe kinds of attitudes that are created. For example, increased knowledge, development assistance programs funds, or expanded production capacity, can be used to learn more and applyappropriate technology, or they can be wasted for overmechanization. In another instance, theexpanded power in the local community can be used to permit al; minorities and bordergroups to participate in mobilization, or it can be used to suppress them. Steering this community control power in a developmental direction-equal access for all-requires this normative 
mobilization. 

The linkage between utilitarian and normative mobilization, enhanced through volunteer workin local communities, requires more attention from Development Services. It requires anAction-Planning Approach, as indicated earlier, where local planning goes along with actionand is viewed under two aspects: (1) with the eyes of the receiving community, and (2)with a 
concern for overall societal guidance. 

In his paper on "Commu;iity Decision Behavior: The Culture of Planning" 16 Richard S.Bolan hypothesizes that planning strategies are more influential when attached to the local
Power center than to independent organizations or outside advisors. Etzioni confirms thisimportance of the internal IC:adership in his mobilization theory 42 . Bolan also suqgests thatPlanning content which deals with the immediate, focus . on the means and narrow strategicinformation to achieve the ends, is more likely to attract local action than planning whichlooks to long-term horizons, is goal-oriented and focuses on comprehensive systems ofinformation. Action strategies, according to Bolan, are efforts to: 

* re-allocate distribution of resources 
* change individual and societal behavior
 
* 
 change institutions and organizations within a society. 

He Suggests that action strategies are more likely to be accepted and tend toward action if: 

* they little disturb the status quo in the community, 

they maintain existing distribution of resources and power of institutions 
while introducing social change, 

0 
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* they suggest programs to change individual circumstances rather than 
attempt massive changes in societal behavior. 

Bolan's hypotheses are based on study and broad experience with urban planning in NorthAmerica-yet, his rationalizing appears to fit well the conditions in rural communities in Other 
regions of the world. 

For Development Services' action-planning, these considerations suggest certain yardsticksguidelines would be 	too presumptuous at this time-to ensure that volunteer work leads to 
community action: 

* 	 joint action-planning with internal leadership and potential action groups ofthe community, including supervision of proposed action by community
leaders, 

" 	 establishment of needs and objectives: (a) immediate, and (b) long-term in 
terms of modernizing development participation, 

" 	 development of 	plans for volunteer activities in local communities whichinclude: Identification of local community groups for joint work projects,
organization, technology, financing, output, feedback, schedule and timing
of turn-over. 

For 	Development Services, some changes in policy and management procedure are required toaccommodate such a continuing process of action-planning under the aegis of local mobiliza.tion. Planning at headquarters or in field offices before the start of the volunteer assignment isnot enough to ensure this continuous process. It is more difficult for Foreign VolunteerServices than for Domestic Development Services, to 	change this situation. It appears, forexample, that the Costa Rica National Youth Movement, the 	Kenya Voluntary DevelopmentAssociation, BUTSI in Indonesia, the Thai Community Development Services, the CanadianCYC, CSV in the UK and ACTION/USA apply an approach which has many features of localaction-planning: they delegate this continuous process to communities, with occasionalsupport from sub-regional community development or youth centres or simply officers. CSVin Britain and BUTSI in Indonesia add one important component to force such a local process.both services conduct "receiver training" with members of local communities. Of the Forei:nVolunteer Services only CUSO in Canada indicates a kind of continuous action-pdnnigapproach, primarily carried out jointly by the 	volunteers and their project communities. TheCUSO field officer acts only as a resource and support person in this process. The German
DED's volunteer country group meetings and regional conferences also have-to some extentchanged planning into an ongoing process-but without the participation of recipient communities. For DED and the other Foreign Volunteer Services, planning is primarily a process
preceding the volunteer assignment at which time the local community provides its major
input into the project design. What follows is a lengthy and complicated approval process in
various stages which is quite removed from the local community and primarily is determinedby 	the supervising governmental departments or boards of these services. This remoteness ofplanning from the 	site of action prevents Foreign Volunteer Services from deriving a clearerperception of the steps to be taken to promote local community mobilization. It seems thatthe 	delegation of more action-planning responsibilities to receiving local communities and tothe 	volunteers themselves during their period of assignment may offer an approach to remeoy
this problem. 
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It is clear by now that the volunteer receiving community's mobilization is largely dependenton Internal Leadership Guidance. In response to the question: 'Who in the local communityare the key persons in support of,and cooperation with, volunteers?" interviews confirmed thefollowing priorities: 

1. Village chiefs or headmen 
2. Local community councils
3. Religious leaders4. Local administrations, municipalities. 

From another viewpoint the Owens and Shaw thesis of different structures and behavior in adual, versus a modernizing, society was also confirmed from interviews, when the question wasraised: "Who exhibited the least understanding and support for volunteers workingvillage and why?" The responses ;n theindicated the following social groups resisting mobilizationand their reasons: 

1. The poor and illiterate, because they do not understand the service idea andare anyway, dependent on the community; 
2. The rich, and low level officials, because they think volunteers are a threat to

their influence and holdings; 

3. The older men and women and the very young, because they do not understand the concept of self-reliance; 

4. Religious leaders because they feel threatened in their influence and leader
ship role. 

successful. They also 
These responses confirm Bolan's notions as to which planning and action strategies tend to beconfirm the importance of the internal knowledge basis Etzioni and
Owens and Shaw stress.
 

And finally, in interviews the factors helping or
Domestic Development Services were 
hindering local community cooperation with
ranked by both national and foreign respondents (rankings for each category is contained in Chapters 4-6) and show the overall priorities:
 

Helping Factors for Community cooperation include (out of 14 options): 

1. Belief of the local community that the service will change their situation 
2. Work project was requested by local community 

3. Strong leadership in community 

4. Villagers participated in supervision of volunteer projects 

5. Volunteers live with local families 
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Hindering Factors for community cooperation were given the following priorities: 

1. 	 Conflicts with other agencies assisting in local communities 

2. 	 Conflicts among villagers 

3. 	 Certain cultural and religious traditions 

4. 	 Volunteers living in camps or farms 

5. 	 Work project assigned by the national development plan (in contrast to local 
plan development). 

Helping and hindering factors listed both confirm the earlier discussion on planning and actior 
strategies, mobilization theory and the principles of dual or modernizing organizational struc 
tures that hinder or further participation in devclopment. They also confirm the role o 
internal elites. And finally, they indicate two aspects of mobilization not yet discussed: thi 
organizational competition and the role of social conflict. 

In his "The Active Society" 42 Amitai Etzioni takes a positive position: "Rarely is the mob,/ 
ization of a collectivity controlled by one organization . . On the collectivity level, as a rule 
the initial mobilization is carried out by two or more organizations. While this may seert 
redundant and wasteful, especially as these organizations tend to be in conflict with eact 
other. . . there is much reason to believe that if there were only one organization, the mobil 
ization wcald be lower and less encompassing." This stand is confirmed by the mediatior 
theory 104 for community decision and organization interaction which holds: 

" 	 the greater the domain overlap between organizations, the more frequent 
their interaction, and 

* 	 strong interaction is stimulated by threats to the organizational domain, but 
not by opportunities for domain enhancement unaccompanied by threat. 

Thus, the high priority interviewers gave to the conflict among agencies as a hindering factor 
for community cooperation, is a challenge to organization interaction and coordination. When 
BUTSI/Indonesia talks about the role of their volunteers as "cross-sectoral cornmunit 
development workers" they infer exactly this coordination on the local level cutting across 
the various governmental development programs, and help to translate it into support for 
their host communities. However, if this healthy organizational conflict of a competitive 
nature turns out to become too diversified with too many organizations involved, then it 

creates organizational strain, draining away resources and clearly limiting, or even reducing, 
mobilization. 

As for the conflict among villagers-first of all this should be conceived as a normal mobiliza 
tion struggle among the mobilizers and the unmobilized members of a community-"a struggle 

which is evident in practically all major mobilization processes" as Etzioni quotes from Georqu 
Bragers "Organizing the Unaffiliated in a Low-Income Area" (New York, Wiley & Sons, 1965). 
Etzioni explains: "The struggle takes place, in principle, because some if not all of the sub, 
units and their members are opposed to releasing assets at their command to other goals and 
to the mobilizing unit . . . While in part these differences are resolved through various COn 

sensus-formation mechanism, in part their resolution almost invariably involves the exercise 
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of power of one kind or another by the mobilizers... "This, first of all, conflict amongvillagers is a normal response to mobilization attempts. Apart from regular consensusmechanism, through village chiefs and community councils, the earlier discussed joint actionplanning as a continuing process is another mode. Also, the presence of the volunteer outsider 

forming 

has not only a mobilizing effect but can represent the third-party role necessary to a consensusfor action. An earlier mentioned case (Chapter 5, Citizens Participation),from one Study-Service helped to overcome where volunteers 
jects remains as an 

conflict among villagers Jhrough joint work proexample for many. This example, however, points to another fact of mobilization where Etzioni's studies can provide the underlying principle: "The take-off stage ofinternal mobilization is often marked by increasing numbers of collective projects," Thus, jointwork projects have special importance for citizen mobilization-not merely the participation involunteer recruitment, training or work supervision. It appears that joint work as such, (andnot just doing) as an expression, an experience and as a mode to produce outputs, has a similarimportance for the community mobilization and for Development Services, as discussed earlierin Chapter 4. 

A somewhat different situation prevails when Volunteers Srrve in Their Home Community,is the case asin the Clubs 4-D in Benin, the Kenya Village Polytechnic, the Malaysia Farm YouthProject and the Thailand Rural Youth Leadership Training.mobilization Here, the outsider impulse forcomes from imported knowledge, advice, funds, materials (foodstuff, fertilizer,seeds, etc.) and technology (tools, machines, facilities). While themunity mobilization prevail as 
same principles for corn.
 

of the internal system and, 
discussed for the outside volunteer-the local-volunteer is part
most probably, does not belong to the traditional internal elites.
It is part of the service objective to provide them, especially if they belong to minorities, lower
class or disenfranchised, with access to educational and employment opportunities and-therefore-with growth in a modernizing way. In terms of mobilization, the service objective is then,to develop new sub-elites in the local community. 

As volunteers cannot experience the outside world, and seehome community from the outside, all depends 
the borders or barriers of their 

on the appropriateness of outside knowledge,funds, materials, tools, etc., whether objectives will be attained. Further, the more attention ispaid to involve the overall community in provision of support (for example, the land given byvillagers to the Clubs-4D in Benin), leadership
joint work 

and guidance (Kenya Village Polytechnics) orprojects (introduction of new cash crops in Benin and Malaysia, village level co-Operatives in Thailand), the more likely the service and the individual volunteer will succeed intheir mobilization effort. Here, citizen participation is clearly a meansprogram, and to keep the servicean end at the same time as 
Communities 

it indicates a higher level of internal mobilization inover the previous stage. The most important point is the internal leadership andguidance of such services-this is where the Village Polytechnics succeed and, contrarily, theBenin Clubs 4-D have their problem. The latter's dependence on the central government andOutside FAO decisions of "what is good
graduate volunteers on land or 

for them", and the lack of access to funding to settlein local crafts or trades, has frustrated the otherwise impressiveinitial take-off of mobilization of local resources. 
nor FAO, Neither the dual organization governmentas a United Nations foreign assistance agency, h3ve involved local action-planning asa continuing process. Rather, outside advice from national and foreign specialists thus haveStagnated local development participation. 

Domestic and foreign volunteers alike are expected toassignment. It appears that over the 
be mobilizers in their community ofyears Development Services havemethodology evolved theirfor citizen participation, primarily by trial and 

own 
error. Exceptions are the in
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fluence of the Anglo-American community development concept and tile Danish Obu(smJhidea which helped to shape the various modes for citizens' mobilization Three modes for amodernizing form of development participation in local communities stand out: 

First, the volunteer role as an Ombudsman, designed to bridge information and knowledgegaps and link the villagers' need with available support from various development assistanceprograms. Ombudsman-type roles also include: helping to solve conflicts among villagersespecially through joint work projects, and supporting modernizing efforts to gain knowledge,higher productivity, access to employment, funds and upward mobility. Normally, Ombuds,men have a third-party-role and are elected by members of the community they serve. Whilea third-party-role has been reported from various services, the participation of the communityin the selection of the outside volunteer is only realized in BUTSI/Indonesia, the ThailandVolunteer Leaders for Community Development,
and 

Community Service Volunteers in the UKthe Company of Young Canadians. Ombudsmen roles are assigned to mature volunteerswho often come from the same localities (Thailand's VLCD and Canada's CYC) or they are outsiders and have a higher overall educational level than the villagers (BUTSI, CYC and Thailand'sRDVP). CSV's in the UK are young and not necessarily more highly educated but they take upspecialized ombudsmen roles which cannot be carried out by employees, for example becomingthe spokesman for the sick vis-a-vis the hospital administration, the young offenders or thehandicapped vis-a-vis their respective administrative bodies. Thus, one cannot esily declare thatthe limitations of a volunteer ombudsman role are related to age, educational background andlimited life experience which is available in the case of older volunteers. A major limitation ismore related to the period of assignment: full-time, but for a duration of only one-half to twoyears of service. Foreign volunteers may have some limitations too. While authorities in receiving countries take part in the final selection of foreign volunteers, the local communities towhich they are assigned, normally do not. But there are many instances where foreign volun.teers in the conduct of their work, in fact, acted as ombudsmen: they obtained outside assist.ance for their village projects, helped mediate conflicts and mobilized village resources.Perhaps, a participation in the final selection of the foreign volunteer on the part of the receiving community and the joint assignments of qualified domestic and foreign volunteers wouldenhance the ombudsman contribution of both-as they would be better embedded in the localcommunity and could supplement their capabilities. It appears that the quahties of the ombudsman role have not yet been ful;y understood on the part of the Development Services andthus, they have not taken full advantage of their potential to mobilize local citizens throughombudsman assignments. In the United States, the Charles F. Kettering Foundation supportedthe establishment of an Ombudsman Office for the city of Dayton, Ohio, and the surroundingMontgomery County. While not many of the problems and opportunities in an urban center ina highly industrialized country are comparable to a rural community in a developing country,there are some principles which deserve consideration. The following facts are taken from the1973 Annual Report 13 and a 1972 evaluation of the role of the Ombudsman Office as a

third party intervention 49 :
 

- the ombudsman is an outsider and remains in this role as a go-between
governmental agencies, business, other local institutions and the complaining
citizen; as a neutral outsider he was accepted by all parties; 

- the mobilization of local volunteers, especially student-volunteers to help inthe caseload opens up further citizen participation; (in the Dayton Ombudsman Office between 31%-62% of all citizen's cases were handled by stu
dent-volunteers); 
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- citizen complaints-for which the Ombudsman Office waslished-are primarily estabnot only treated as a caseload requiring mediation, cuttingthrough red-tape, to solve the problem in each instance, but alsofeedback as citizenon needs and problem areas in the functioning oi the community; 
- as 
citizens' feedback, these complaints initiate action: sugjestions for change
of local governmental policies, ordinances or business behavior suggested tothe respective authorities by the ombudsnan; 

the ombudsman role carried a "mystique" because as the individual holdingthis office, he was not personally interested in "winning a case" but was helping to further justice and equal treatment to all citizens of the community.His neutrality exerts power and his "mystique" lies probably in the fact thathe is different; he is not part of the local system and no case or project he isinvolved in has a bearing on his own career, promotion or profit. 
There is much similarity between the role structure of an outside volunteer and the ombudsman as described here, 2nd the Development Services mentioned earlier have devised similarrole characteristics. Others have indicated similar ombudsman characteristics for their volunteer assignments; they include the Thailand RuralVISTA in the US. 

Development Volunteers and ACTION/But, as mentioned earlier, Development Services have not yet developed thefull potential of the ombudsman role, especially concerning: 

- The use of local volunteers to participate in some of the caseload or projectobligations. So far, local volunteers have primarily been recruited to work intheir local projects, aid 

- The use of citizens' feedback for action-planning affecting both regular localcommunity administration and specific community development projects.
And finally, while the "classic" ombudsman is not an actionman, but a mediator, the volunteeris both. His role always has a mediation, advisory and action component.whether this is in all cases The question is,an 
his effectiveness and 

advantage, or whether a clearer role distinction would increaseopen new and broader opportunities for other volunteer involvement.For example, if Development Services are to take up more of the regular social services in local
COmmunities, which are 
 currently unavailable, orOverburdened government agencies (and budgets), 
cannot be extended, as needed because of
 

the ombudsman then a volunteer role distinction between
mediator, community organizer and community advisor would be required.This differentiation would expand citizen involvement opportunities-and therefore increase.mobilization of assets-and it would avoid the concentration of the various service activitiesIn the hands of a few-another important ingredient to expandlevels. and maintain mobilizationThese policy considerations apply to both foreign and domestic volunteer roles-withthe limitations of foreigners mentioned earlier still valid here.
 
Second, the volunteer work program of community action-planning and community organizing
Isanother mode for citizen mobilization. VISTA in the US,
and the Thailand Rural Development Volunteers 

the Company of Young Canadians
 
and Volunteer LeadersDevelopment for Communityhave a clear policy in this respect. On the side of Foreign Volunteer Services,Peace Corps' community development program and the German DED's project principlesCate awareness ndiof the importance of community organizing. These Development Services aim 
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at helping to provide access to governmental development programs, other outside aid and
participation in decision-making by organizing rural communities, the poor, minorities or 
otherwise underprivileged. The question, whether knowledge, or organizing for political Power 
comes first in providing access to opportunities for the poor has concerned many services and 
was especially debated during VISTA's up's and down's (see Volume II, Compendium No. 
20/2). The studies from Etzioni 42 and Owens and Shaw 9' confirm that this is not an
"either/or" propositior but a "not only/but also" requirement. Both increase in kndledge
and organization are necessary to mobilize collectivities. This is not the p!ace to discuss the 
many theories to mobilize the poor, but an evaluation by Thomas Zane Reeves' 0 0 Of the 
direction of the 'War on Poverty' under the Democratic and Republican Administrations as it 
is based primarily on VISTA and ACTION experience, is of interest. He found that: "Few, if 
any, voluntary action plans or voluntary role models were based on voluntary action research 
or program evaluation" And: "It has been proven unproductive to develop a volunteer model 
based on Activist or Conservative prescriptions. Likewise, the evolution of a mixed model
necessitated by political compromise clearly lacks defined goals and objectives" Only after a 
clear action-planning based on the needs of the poor, aging, etc., Reeves proposes, can a variety
of volunteer roles be developed. The need for distinctive and a variety of volunteer roles was 
identified earlier in this evaluation. However, in contrast to Reeves' suggestions, role defini 
tions should not be based on different client groups (the poor, the aged, etc.) but should be
designed along different mobilization functions: as mediator, as organizer, etc. The needs of 
various client groups, however, must determine the volunteer activities. Reeves' proposal of 
action research preceding the determination of volunteer roles for organizing the poor, was 
realized earlier by the Company of Young Canadians. After many trails and errors they
devised, under the leadership of P. Dal Brodhead, a combined community organizing approach
(see also Volume II, Compendium No. 16): 

* 	 action research to identify needs, form reference groups to help to develop 
proposals and prepare projects; 

* local level organizing to identify needs, establish priorities, develop strategies
locate resources, hire effective personnel without destroying the role of the 
group, initiate administrative steps, select, train and supervise local workers,
review objectives regularly, self-evaluate periodically search for autonomy. 

Three features stand out from this CYC approach: 

" 	 action-planning in communities is based on local reference groups; 

* 	 local level organizing does not necessarily mean to establish local organiza
tions apart from or in opposition to the local administrative system; it 
means that local reference groups provide the organizational structure for 
development participation-they can grow into permanent community 
organizations or they can be dissolved when they are no longer needed, and 

* 	 local level organizing provides that the reference groups muster the major 
part of local volunteers who carry out the projects jointly with fewer outside 
volunteers. 

And further, a recent study by Robert D. Herman on "Voluntary Organization Participation
and Personality Change in the Poor" 55 provides some interesting insights into the differences 
between organized and unorganized poor. Herman followed three participation hypotheses:
Does participation lead to different individual effects depending on the extensiveness of the 
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participation of the poor? Are there different effects on the characteristics of the poor whoparticipate? And, are there differences of characteristics of the organizations in which the poorparticipate? He based his study on various earlier research findings and reports the following
results: 

" 	 the poor who join voluntary organizations are different from tose who 
don't. 

* 	 Organizational experience causes participants to become more internally
oriented on personal control-that is, they believe that what happens to
them is the result of their own doing (in contrast to the inactive poor who
have external orientation, i.e. believe that chance or luck accounts for what 
happens to them). 

" 	 Organized poor are also more internally directed to traditional control 
beliefs, i.e. the belief that other people are responsible for what happens to 
them (in contrast to chance or luck). 

" Organized poor finally are more external in their social control beliefs, i.e. 
they believe that the social structural conditions are responsible for the
conditions of the poor or minorities and that collective action rather than
individual effort is the better way to improve conditions. This is in contrast 
to the view of the unorganized poor or minorities who believe that the
disadvantaged themselves are responsible for their condition, and that
individual effort rather than collective action can improve their situation. 

These results suggest clear attitudinal changes on the part of the poor who participated involuntary organizations-in contrast to those who did not. Change of attitudes in direction of
 
internal mobilization is indicated by the beliefs:
 

" 	 that their personal situation is the result of their own doing 

" 	 that, traditionally, other people and not some unlucky situation is respons
ible for their fate, and 

" 	 that social structures are also responsible for their condition and that they
can do something about it by collective action. 

There is no known similar research on the attitudes of the poor or minorities in developing
countries, but Herman believes that his findings and those of his colleagures are relevant forall groups of disadvantaged irrespective of their cultural background. In accepting these findings and applying the generalization to groups of poor or disadvantaged in other countries, localCommunity organizing can be seen as the primary vehicle for normative mobilization. This
change of attitudes and action, to involve all population groups of the community, especially
the 	previously inactive poor, minorities and disadvantaged, is-or should be-a major concern 
of Development Services. 

And finally, community organizing includes community decision-making. Development 
munity decision.making which affects their efforts 
Services do not indicate that they have-as yet-paid much attention to the processes of com.to 	spark local action and development
Participation. It is beyond the framework of this study to explore this well researched aspect 
of community life-but there is no doubt that Development Services need to pay more atten
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tion to their major partners' decision behavior and procedures. For example, Bolan describes 6various sets of variables affecting community decision-making, one of which are process roletheir specialization and the characteristics of the actors involved in those roles. He suggests'"Decision outcomes reflect the values, goals, and interests of those actors who POsse,,most resources, occupy the favorable position in the decision-making structure, POSsessbest skills in negotiating decision outcomes, and have the capacity for developing the be4ttactics and modes of influencing behavior. " This description of the important actorsmunity decision-making in cornfits the earlier interview responses listing the key persons rnMoimportant for volunteer work in local communities. 

Another set of variables are described by Bolan as decision field characteristics in local cor.munities. He suggests, that community bodies with a formal legal structure, a highly focusedecision center, a stable bureaucracy and an articulate hierarchy are all the more likely to pro.duce action than dispersed autonomous centers, less stable administrations or absence of socialhierarchy. Of the political community bodies, with an informal structure, those having aStrongparty mechanism are more likely to act on outside proposals than the less organized nonpartisan bodies. Homogeneous communities tend to decide more easily on projects than thosof a heterogeneous composition, where goals and values of citizen groups are conflicting Bolanexplains further that local government decision-making is primarily carried out by groups,rather than by individuals, and he lists the following group characteristics which are more like.
ly to produce action.
 

" appointed 
 bodies (in contrast to elected) because their accountability is 
obscure
 

" socially cohesive bodies which develop among long-term office holders, evenwith heterogenous members, in contrast to the short-term assignments which 
are less likely to produce action 

" committees of a larger body formed with specific mandate, produce moreaction because this internal role differentiation tends to sway the larger body 

* the manner in which an issue is seen by the public, together with the amountof information available to the public, will influence the decision outcome 

" the group role as perceived by its members influences decision-making: incases of clearly described, professional or technical mandates, action is morelikely than in groups with comprehensive responsibilities. 

Finally, the type of issues placed before the community bodies for decision-making influences
the degree of action and decision outcome. Positive action 
can be expected when (a) the pro.
posed project results are easily predictable, (b) 
 the project is easily accomplished both ec0.nomically and administratively and (c)
the community. These are 

the proposal reflects the social values or preferences ofthe issue variables listed by Bolan that affect decision outcome and

tend toward action:
 

* if there is little conflict over basic values (ideological content of proposal) 

* if the costs are smaller and affect, and benefit, only a smaller group ofpeople. "Political systems will tend to reject a proposal that costs a lot of
people a lot of money". 
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0 if the proposal can be modified later on (irreversiole or inflexible decisions
such as construction projects-tend to encounter more resistance) 

* if the proposal focuses on a single agency or group requiring little coordination 

0 if the risks are low, and the decision consequences clear, a proposal is more 
likely to be accepted 

* 	 if the proposal can be easily communicated, is not abstract nor requiresophisticated reasoning, the issues are normally well presented and are clearly perceived: "Difficulty in communication can be equally, if not more,detrimental to decision-making than lack of communication' 

The responses to interviews described earlier confirm in much simpler-and less clear-termsthe importance of community decision-making: they cite less academic project proposals (seeStudy-Services) and the belief of the community that the Development Service will assist theirsituation as the most important factor for local cooperation. It is hoped this short excursioninto community decision behavicr considerations will enhance the 	scope and nature of community organizing and action-planning in Development Services. It is an area which requiresmore thought, feedback from field experience especially in rural areas, and assessment fromwhich local community development participation can be improved. 

Third, Community Facilities are often used as a focal point for 	programs of DevelopmentServices to mobilize communities. This technique is applied by the Costa Rica National YouthMovement which has established Youth Centers throughout the country. Their approach istailored after the Israeli model and operates as a Community Resource Center, devoted to theneeds and interests of youth. The local community provides the facilities and some financial,material and expert support and the Center in turn helps in local development projects. TheCenters are open five days a week-whether there are formal programs or not-and they arethus available for the interested individual as well as for groups. Another feature is that studygroups are stratified according to age groups and educational background, permittingparticipation of the illiterate and drop-out as well as the student in the same 
the 

location and thusavoiding unnecessary class distinctions. 
Community Development Centers on the district level support the work of volunteers inthe three services of Arsa Pattana in Thailand. The Center. primarily give training supportto volunteers and ac'vise the local Community Development Committeesthe 	volunteer work. They which supurviseare more a location for management than a place of meeting andinvolvement. 

In Kenya, the Village Polytechnics, act as a local facility for community involverient. Con-Structed, managed and supported by villagers they attract outside help, especially teachingstaff and training materials, which represents a gain of assets in outside knowledge and potential for upward mobility. Thus, the creation of the Polytechnic facilities and programs haveincreased the level of internal mobilization in these villages over the previous stage. 
In the United States, in the wake of the Watergate Affair and enhanced by the Bicentennialreview of American history and tradition, Community Resource Centres became one focalPoint of interest to foster citizen involvement 22 : "It seems clear that the well-being of ourcitizens depends upon our ability to redesign existing institutions and to create new structures 

413 



which will enable individuals to participate in qualitative decision-making." The idea is to in 
volve many existing volunteer organizations-including ACTION-women's organizations, 1O(Cl 
libraries, churches, etc., in such Centres to make their resources available to the comrnunity at 
large. Tasks would include: information exchange network, reorganization of community and 
human services, solving neighborhood problems, organizing community affairs, providing 
guidance for revenue sharing in governmental programs, etc. Especially the expansion of locai 
libraries to Community Resource Centres deserves further attention in the light of the need 
for local and out-of-school resources to provide access to recurrent education for adults at 
their own speed. 

In general, Community Centers are facilities which have only the potential for local citizen 
mobilization; they are the least aggressive of the three modes. They provide meeting oppor. 
tunities and a locus for all kinds of citizen action, they further community integration and can 
help prevent elitist isolation of special interest groups, for instance, the rich in separate club 
facilities. But their actual use depends largely on cultural traditions, utilitarian mobilization of 
citizens in action programs (as in the case of Costa Rica) and/or a normative mobilization 
through a society's underlying doctrine (as in Israel, or Tanazania, or China). The use of 
Centers is basically a rural tradition, and their introduction in urban areas requires the identifi. 
cation of urban neighborhood bases. It is believed that rural communities in all cultures have 
traditional meeting places-be it the formally designated Center, the dairy where farmers bring 
the milk each evening, the library, a school, or just an open space in the village. They have 
always been used to conduct business, make local politics, to complain, fight occasionally, to 
relax and share festivities. In this form they are a dual society tradition, and the question is 
whether they can be used to mobilize local resources for modernizing development partic. 
pation. It appears that the use of the "informal" Community Centers, where people tradition. 
ally meet, and their informal leadership in such places, deserve special attention and must be 
involved if outside mobilizers, such as Development Services, wish to succeed with their 
projects.
 

7 3In his recent article on "The Future of Citizen Involvement ' , Alden E. Lind analyses the 
post-subsistence stage of the American society, the discontent of man with his social and 
material environment, the alienation resulting from a concentration on survival in the past, 
and the importance of the regeneration of trust and satisfaction with the political community. 
Lind examines eighteen modes of citizen participation and finds four dimensions for successful 
citizens' involvement which can help to guide Development Services activities in communities. 

" Accessibility: the sheer availability of modes for involvement, their program 
timing so that citizens are able to participate, and the application of tech
niques which require the least time investment from citizens; 

" Schedule Coordination: Ombudsmen or centers require less schedule co
ordination-by maintaining accessibility-than conferences or other mass 
schedules; 

" Information and Media Properties: They differ widely among modes from 
limited citizens' complaints, specific to long-term and multiple purposes 
(like community development boards or committees). According to Lind: 
"More people are seeking multiple, general involvement and cherish the 
intrinsic rewards from collective endeavors." Thus, the nature of informa
tion, the technique and the communication environment-treating citizens 
as co-participants-are most significant for mobilizing citizens. 
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Process Embeddedness: The involvement must satisfy multiple interests, as 
individuals are constantly motivated by multiple needs. Social institutions 
and 	programs are now evaluated in terms of their integrative properties, how 
much one mode of citizen involvement versus another, will help to develop 
coherence in the following respects: 

- provide citizens with access to all parts of involvement programs, 

- provide officials with away to continually inform citizens of the officials' 
sense of priorities so that they can be reviewed by the community as a 
whole, 

- facilitate the open and comprehensive information of coalitions, 

- expand information and knowledge so that people have a greater sense of 
both their histcry and possible future. 

Viewed from such a wider citizen involvement perspective, Development Services have an 
unrecognizvd significant potential for mobilizing communities they serve. To bring this poten
tial to bear it will require local action-planning processes, community organizing approaches,
and aclearer distinction of the variety of mobilization roles for both citizens and volunteers. 

4. 	 Supporting Development Services through provision of funds, volunteer 
time, housing, equipment et cetera, on the part of individuals and groups 
represents utiliarian mobilization of additional assets. 

This fourth area of mobilization capacity developed somewhat "around the edges" of the pro
gram of Development Services, especially for those which are government supported. For non
governmental organizations it often plays a decisive role of survival, especially in form of those 
contributions which are provided in kind, for example: the room and board for volunteers in 
local communities received by CSV in the UK, KVDA in Kenya, Thammasat University Service 
in Thailand. In the case of KVDA, the local community also supplies the building materials for 
local construction projects and the board members serve voluntarily in astaff capacity. This is
Possible, because this service has a full-time program of only about 2-4 weeks in each com
munity. For that period, the mobilization effect is very strong, and after the volunteers have 
left the community, the maintenance of the project requires a continuous hgher level of
internal mobilization than in the previous stage. Under such short-term conditions, the variety 
of projects is limited and primarily is restricted to construction projects. That is to say, that 
such an intensive but short-term mobilization can take place under either dual, or modernizing
Society conditions, but the projects themselves cannot initiate modernizing development which 
requires a longer outsider role. Whether such an intensive and short-term involvement in the 
SUPPOrt of a service is able to spark normative mobilization in the community cannot be 
answered. For the individual volunteer one can assume that this is the case, as discussed earlier. 

The 	 most important aspect of support mobilization for Development Services concerns their 
fundraising activities both to maintain the operations of the service and to conduct financial 
assistance programs. 
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Fundrlsing for service operations is crucial for non governmental services (NG' 5 s). even 
though in most countries they receive some governmental support in recognition of the Poubli 
services they perform. An exception are many NGO's in the United States which have fo b 
most part, a solid sponsorship base by churches, foundations, other philantropic groups, bust" 
ness, etc. Of the Development Services evaluated, the Community Service Volunteers in t,
UK 	have the broadest public and private support. It is believed that CSV was able to expa
and 	maintain this support over so many years, because: 

" they employ as volunteers young people in need of opportunity to grow, to 
contribute, to prepare for a job, to gain acceptance by society; 

" 	 they delegate the management, supervision and personal support for the 
volunteer to the local communities or institutions they serve; 

* 	 they prepare these institutions to receive the volunter; 

* 	 they rapidly respond to new needs and are in the avant-garde with new pro
grams (as difficult as this often is for the small staff). 

This modus operandi indicates that CSV is able-in terms of Etzioni-to continuously bring ne, 
assets under their control, the volunteer, the receiving institution or community, the new pro 
gram needs. And this represents a high level of internal mobilization which is then matched b,
externally mobilized funds, i.e. the external assets brought under control by CSV, Tnes 
examples demonstrate that internal mobilization in Development Services precedes the mobil, 
zation of external asset,., be it funds or contributions in kind. 

Fundraising for financial assistance programs is conducted only by CUSO in Canada and bj
Peace Corps in the US. Both programs were described in Chapter 7. In the case of CUSO, tunus 
are raised for small discretionary projects up to $500, requiring local matching funds of the 
same value. Financial needs, are identified by volunteers and the communities they serve, ana 
decided by CUSO field staff. In the case of Peace Corps, funds are raised for the Schooc 
Partnership Program which primarily finances materials to buiid schools (in some 	cases com 
munity centers) in rural communities in PC project countries. The village supplies the land ano 
the local manpower to build the school, and often Peace Corps volunteers are assigned as 
teachers in the initial phase. 

In both cases, CUSO and Peace Corps use public appeals and detailed information leaflets -c 
describe the needs in recipient communities for their fundraising purposes. Here, normatl. 
mobilization is the approach to support: sharing in the same values of helping and giving. This 
mobilization has not necessarily a modernizing effect on local development participation, ir. 
contrast, it can very well maintain dual society dependencies through benevolence. Only if the 
financial contribution is used for gaining active knowledge, expanding production, enabling
upward mobility, is a higher level of development participation achieved. 

5. 	 Dispersing authority, supervising and advising Development Services as 
individual citizens or representatives of groups in the institutional bodies of 
the service represents democratic societal mobilization. 

This 	is the highest form of citizen participation, that of authority and decision-making. It Col 
cerns the volunteers themselves, staff and citizens outside the service called to participate. This 
form of mobilization is largely dependent on the legal structure of th'e service and was discuss 
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ed in detail for each category in Chapters 4-7. Three principle forms of organization tomobilize have been identified: 

Membership Organization: Development Services centered around membership of volunteers, such as, Canadian University Service, World UniversityService Canada, Community Service Volunteers in the UK, and the DanishVolunteer Service. Citizens-primarily students, volunteers (both former andcurrent) and individuals in their personal capacity-form the basic authorityof these services as they assemble. From the Assembly, Boards are electedand derive their power. Membership organizations, through their individualmembers, are embedded in local communities-but are more exclusive. Asindicated earlier, such voluntary organizations tend to mobilize more highstatus than low-status people and re-inforce their separateness-unless program provisions are made to counteract this trend. Here, CSV differs forexample from CUSO-and can differ because it isa domestic service. CSVundertakes a special program effort to extend membership participationand also of volunteers, which is identical-to the handicapped, minorities,
the poor, young offenders, etc. For a Foreign Volunteer Service-even if the
necessary tougher selection requirements result in some form of exclusivitythe local membership basis is especially crucial to provide the much needed
home basis (see discussion Chapter 7.) CUSO demonstrates this best, as they
not only provide membership participation through the 
 Assembly, butthrough Local Committees which conduct large parts of the CUSO programin Canada. Thus, CUSO his evidenced a higher degree of internal rnobilization than other Foreign Volunteer Services because, 
as Etzioni would describe it, the organization has brought more assets under its control: themembers' volunteer manpower involved in a large variety of activities fromdispersion of authority, to participation in policy development, to the
conduct of program tasks.
 

The Danish Volunteer Service is different, and as part of MellemfolkelightSamvirke, has not yet been able to internally mobilize the membershippotential beyond the election of board members. It will be interesting toobserve how this non-governmental, but completely government financed,Foreign Volunteer Service will proceed to expand its assets, raise the level of
internal mobilization and take advantage of the membership potential.
 

Program Organization: Development Services centered around programs for
volunteers, such as: 
 all Training and Employment Schemes, with the exception of the Kenya Village Polytechnics which have formsome of localmembership structure through their community Management Committees.Also included are: all Study-Services, the Social and Technical Development
Services in Kenya, Indonesia, Thailand and CYC in Canada, and the Frejn
Volunteer Services in Germany, Netherlands and the US-in fact all governmental Development Services 
 are program organizations for others. Here,citizens are primarily a manpower resource, and do not participate inauthority or management of programs. This means that their embeddednessin local communities is less intensive than in membership organization and concerns only two areas of mobilization capacity: 

* to obtain acceptance of the service with the volunteers' families and home
communities, (see No. 1of this Sub-Chapter), and
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* 	 to achieve participation in development on the part of the receiving com
munity (see discussion under No. 3.) 

There is a third approach, how these services can expand on their internal 
mobilization-despite the limits set by the legal structure-and that is 
through provisions for participation of volunteers and staff in policy 
development and decision-making. Participation in policy development is 
most often channeled through formalized volunteer feedback procedure and 
reporting, regional meetings of volunteers and staff and conferences concern. 
ing specific policy issues. In most of these instances, volunteers and staff do 
not participate in the decisions on policy issues-unless they have formally 
elected representatives on the boards or councils of such services. In most 
cases, however, the representation of volunteers on such boards is small in 
number and fairly low in status, as they are outnumbered by the representa. 
tives from governmental agencies or other interested institutions. Program 
Organizations favor this latter approach, to invest their limited external 
mobilization capacity, i.e. the limited board positions, to gain control over 
assets they need for additional resources (funds, influence) or for the use of 
their outputs (jobs for graduating volunteers). Through the representatives 
on their boards of governmental departments, business, educational institu
tions, foundations, Development Services raise their external mobilization 
and improve their effectiveness. These are the enabling and functional link
ages described for each category in Chapters 4-7. Thus, Development Services 
which are organized around programs (instead of members) have (1) a limited 
internal mobilization capacity, (2) rely primarily on external institutional 
mobilization (in contrast to external citizen mobilization), and (3) need to 
introduce special structures and procedure to expand their mobiHzation 
capacity. 

Participatory Program Organization: Development Services established for 
volunteers but with additional far-reaching provisions for participation in 
decision-making which, in effect, make them services of volunteers. In order 
to raise their level of internal mobilization, these services attempt to over
come their legislative shortcomings through the introduction of the new 
decision-making structures and procedures. They go beyond the limited 
volunteer representation on their boards and have develooed "grass-roots" 
decision-making structures which operate quite similarly to local member
ship bodies. The most notable example is the German Volunteer Service 
(DED) with its "participation in Decision-Making Bodies" (Mitbestimmungs 
Ausschusse) and volunteer and staff Assembly (Mitarbeiter Konferenze). The 
DED participatory set-up and procedure is described in Volume II, Com
pendium No. 24 and discussed in detail in Chapter 7. This internal mobiliza
tion of DED was made possible by the joining of three forces: (1) "grass
roots" discussion by volunteers on the meaning of their service followed by 
demands for more opportunities to participate in decision-making, (2) execu
tive leadership sensitive to and in favor of internal mobilization, and (3) 
independent chairmanship of the Council providing superior guidance and 
support, and not confined by political or career dependencies. 

This mobilization of volunteer and staff resources for decision-making concerns not only the 
election of volunteers to the DED Council and Staff Assembly, but also significant roles in: 
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developing work program priorities, preliminary decisions on future projects (they requireapproval from the DED Regional Conferences, Headquarters, and the Ministry of EconomicCooperation in Bonn), transfer of volunteers who failed in their assignment, the right to appealand arbitration in cases of volunteer:administration conflicts. These provisions represent aninternal socio-political mobilization of the DED above the normal level of membership organizations, which are often content with the electoral role of their members. CUSO comes closestto this level of mobilization. The difference is, that CUSO's Local Committee Participationoccurs in Canada-which gives it a firm home base, whereas the DED's volunteer groupsoperate in their host countries-often time-consuming and sometimes distracting from projectobligations-but with a firmer grip on project policies. Thus, CUSO isweaker in participationinproject policies, while the DED lacks a firm home base. 
In another area of comparis,;on: the DED is Ics. exclusive k!,dn CUSO, because their voluntaryrecruitment addresses the open employment market, at all skill levels, while CUSO is tied toinstitutions of higher education. Unfortunately, the trend in recent years to higher skilled andprofessionally specialized volunteers has increased the exclusivity of the DED-and of CUSOand reduced their external mobilization capacity to attract volunteers from all walks of life.The DED also invests more staff time in its participation in the decision-making processwhich contributes to the unfavorable staff:volunteer ratio, higher unit costsefficiency. Here again, CUSO and a reducedand DED differ. While CUSO disperses its participatory functions with unpaid volunteer members before or after completion of service, the DEDresort mustto the paid volunteer and staff time during service assignment. Thus, economic limitations and internal mobilization efforts are brought into trade-off position by legal structures.And somewhere down the line the question is: "How much participation can an organizationafford?" Etzioni confirms this when he says 42 : "Mobilization has a cost. " Some energy isexpended to increase the level of mobilization to bring about the changes within a societalunit. In the case of CUSO this energy is unpaid voluntary membership-power, and in the caseof DED, paid volunteer and staff manpower. Etzioni continues, that mobilization has a risingmarginal cost, i.e. the transfer of each additional segment of assets of sub-units to unit controlcosts more than the transfer of the previous segment. This meansexpansion of participation power to volunteer units will be 

in the case of DED, fuilher more expensive. And finally, at acertain level of mobilization, any additional increase will cost more than the gains in assets thatmay be achieved. That the DED suffers morecourse, under this cost limitation than CUSO,related to the difference in legal structure. While CUSO is of 
internal mobilization through has all the provisions forits form of membership organization, the DED must earn thislevel of internal mobilization by additional inputs into participatory structures and processes. 
In this fifth area of mobilization capacity, Development Services demonstrate the highest levelwithin the hierarchy of partaking they are capable of achieving-that of dispersion of authorityand decisionmaking on the part of participating citizens. That-in accordance with Maslow'shierarchy of needs-represents the highest social value of the mobilization capacity ofDevelopment Service; the aself-fulfillment of development participation, the control of theassets by its citizens. 
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WHAT THEN ARE THE ELEMENTS OF CITIZEN PARTICIPATION IN DEVELOPMENT 
SERVICES? 

1. 	An overall development policy on the part of Development Services which furthers 
modernizing organization of both sending and receiving societies to facilitate local develop. 
ment participation. 

2. 	 A detailed mobilization policy which addresses: 

(a) 	 the normative mobilization of acceptance at home and in the receiving community; 

(b) 	 the expansion of the mobilization capacity of the Development Service related to 
organizational structure, program inputs and program tasks; 

(c) 	 the relationship of the Development Service with the receiving community in terms 
of internal leadership guidance, local action-planning processes, community organiz. 
ing, outside volunteer roles, sparking mobilization take-off and turn-over to internal 
elites, and specification of other mobilization modes and techniques; 

(d) 	 the external mobilization of support for the Development Service organization and its 
program by individuals, groups and institutions; 

(e) 	 the dispersal of authority and participation in decision-making in terms of internal 
mobilization of volunteers and staff, and the external mobilization of individual 
citizens and institutional representatives. 

3. 	 An organizational structure and procedure of Development Services which provide diversi
fied entry points, internal and external, for mobilization at various levels, including partici
pation in: 

(a) 	 Program Inputs, such as: 

" 	 public affairs relations, especially by local communities both at home and in host 
countries; 

* 	 organizational decentralization and delegation of management functions (includ. 
ing volunteer administration) to local communities; 

• 	 financial and material support on the part of project agencies, individual citizens 
and community groups. 

(b) 	 Program Tasks, such as: 

" 	 volunteer selection participation by receiving communities; 

* 	 volunteer training participation by recipients and outside professionals, especially 
from the employment system 

" 	 increase of joint work programs with citizens in receiving communities. 

(c) 	 Leadership and Supervision, such as: 
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" 	 establishment of membership-type local structures for participation of volunteers 
and staff in the decision-making of the service; 

* 	 dispersal of authority in institutional bodies by volunteers, staff, outside individualcitizens and institutional representatives providing enabling and functional link
ages for the service. 

As 	 long as the overall policy of a Development Service consistently aims at developmentparticipation of the internal assets of the service and the receiving community, ahigh level of
citizen mobilization isensured. 

InSummary
 

Citizen Participation in Development Services has the following specification:
 

1. It isamobilization process for development participation which increases involvement over 
aprevious stage. 

2. New assets brought under the control of a service represent a higher level of mobilization 
and include: 

(a) volunteer and local community manpower 

(b) funds in cash and contributions in kind to support: 

" 	 the Development Service organization and operation 

* 	 financial development projects 

(c) new norms, values, by changing attitudes of participants. 

3. Development Services are organizations representing as such ahigher level of mubilizationfor the duration of the service period. The internal mobilization lever isenhanced by closeto 	100% investment of volunteer manpower assets, low costs per volunteer man-year andthe "sparking" of participation in their recipient communities. 

4. 	Development Services apply the following forms of mobilization: 

(a) utilitarian mobilization, involving volunteer and local community manpower andinvestment of funds, to initiate modernizing organization of local communities in
order to achieve developient participation; 

(b) normative mobilization to change attitudes and set new values through: 

" 	 acceptance of the service idea by families and public, 

* 	 modernizing organization, training and work programs within the Development
Service, 
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* joint work projects with villagers in modernizing forms of development, 

" linkages with recurrent development education and employment. 

(c) 	 coercive mobilization in the case of obligatory services with the goal to provide learn. 
ing and work/service experience to the total population of a specific age group, enable 
them to contribute to urgent development needs and change a legal to a moral obliga. 
tion. Thus, the ultimate goal is to mobilize new cultural, social and economic values 
essential for national self-relince and self-fulfillment. 

(d) 	 societal mobilization on the local community level to respond to a broad range of 
local needs through a variety of projects and provide upward mobility to the larger 
society. 

5. 	 Development Services primarily play the role of the outside mobilizer in local communities 
which requires the following conditicns: 

(a) 	 to conduct the outside mobilizer role under the guidance of the internal leadership in 
local communities-neither outside volunteers nor experts possess role characteristics 
which would enable them to omit this guidance, 

(b) 	 to train and use other means of knowledge transfer, to build new internal sub-elites 
prior to mobilizing the community itself, 

(c) 	 to apply action-planning as an ongoing process on the local community level, con 
stantly linking planning, action and feedback steps as a means of adjustment to the 
ongoing development mobilization, 

(d) 	 to use community organizing procedures to identify existing or to form interim of 
permanent structures which are capable of carrying the modernizing developmeni 
process, 

(e) 	 to design work programs on the basis of "the community isthe project" principle ir 
order to permit mobilization take-off and turn-over to local elites according to thE 
intrinsic schedule of a project, and enable the outside volunteer to proceed to ne" 
tasks within the same community. 
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CONCLUSIONS AND RECOMMENDATIONS 

While the policy issues of Recurrent Development Education and Employment-Oriented 
Development concern the future direction of program tasks of Development Services, the 
development of participatory structures and mobilization processes embraces the entire insti
tution of the service. It has beeen found that, when higher levels of Recurrent Development
Education and Employment-Orientation are achieved, the level of Citizen Participation is
raised as well. Development Services in their modernizing attempts are, in general on "the right
track' Missing is the detail and consistency: 

* detail in knowledge of the field of Recurrent Development Education,
Employment-Orientation, and Citizen Mobilization, and how best to achieve 
a future-oriented direction in each area,; 

" detail in policy setting goals and priorities in line with the needs in the three 
areas; 

" 	 detail in action-planning as an ongoing local process to bring policies closer 
to local realization; 

* 	 detail of design of organizational structure, volunteer roles and program
methodology to expand opportunities for involvement and mobilization; 

* 	 detail in arranging relationships between sponsoring governments and
Development Services; between Development Services and their local 
communities. 

These specifics are complex, and there is no illusion that easy answers can be found. But-inthe detail lies the master! 

It is thus, that the earlier recommendations are summarized here: 

1. 	 to review Development Services' organizational structure, policies and 
programs with respect to details related to the three policy issues, 

2. 	 to set in motion a discussion and decision-making process on the findings of
 
the review, and
 

3. 	 to test evolving new policies and programs in a few pilot communities both
in industrialized and developing countries with special attention paid to the 
rural areas of the latter. 

After close to 20 years of performance as trouble-shooters, emergency measures, as outsiders
and "do-gooders", Development Services have come into their own, and their regular societalrole as part of a national guidance system appears more clearly. Coming back to the earlier
question on the relationships between program inputs and program tasks these answers were
analyzed in Chapters 4-7 to the extent the evaluation materials permit. Replies to the next
question raised in the beginning of this study, as to which program tasks are most important
and 	 result in the greatest good, are contained in Chapters 8-10. Together, the assessment in 
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Part II and Part III of this study reveal that Development Seivices are Social Movements to the 
extent that they aim at removing deprivation resulting from blocks in societal structures which 
prevent the realization of legitimate expectations of people for education, employment and 
participatory government. This realization of expectations in the three policy areas will have 
consequences for Development Services: 

1. 	 The leadership should consist of action-planners, contain more professionals 
than politicians or ideologues. 

2. 	 The relationship to governmental agencies should be in the nature of 
collab-zrtan as partners rather than of supervising powers which divert 
valuable manpower and funds for unproductive administrative activities. 

3. 	 The role of Development Services as Social Movements within a societal 
guidance system is primarily that of mediator-mediator on behalf of the 
volunteers and of the recipient communities for access to education, employ. 
ment and upward mobility. 

4. 	 Community mobilization and institutional linkages to education and 
employment are the most effective means to improve conditions for wider 
access to equal opportunities. 

5. 	 Feedback procedure which routinely report program performance in the 
three major policy areas, applying nationally agreed indicators, should pro
vide data to enable: 

(a) 	 identification of current access to education, employment and levels of 
mobilization 

(b) 	 specification of unmet needs and possible innovative future alternatives 

(c) 	 review of allocation of resources (volunteer manpower and funds). 
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PART IV
 

COOPERATIVE RELATIONSHIPS 



This last Part of the evaluation isdevoted to two relationships: 

* 	 foreign assistance provided to Domestic Development Services in develop. 
ing countries and 

" 	 partnership-cooperation among all kinds of Development Services in all parts 

of the world. 

At the start of this study it was assumed that foreign assistance to Domestic Developmen 

Services provides a direct approach to people in developing countries, especially those in rurz 

areas, who are left outside the development process and are it, special need of training, emplo 

ment and other professional attention. From this assumption arose various questions: 

" 	 What foreign assistance was proided in the past and what were the 

experiences? 

* 	 What are the conditions under which the internal mobilization process of 

citizens is not interfered with by the presence of foreigners or outside 

funding? 
* 	 What are the indications for future international cooperation between 

Foreign and Domestic Development Services beyond the current "giver: 

receiver" relationship and the dependence that ensues? 

Chapters 11 and 12 attempt to provide answers to these questions. 
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FOREIGN ASSISTANCE 
TO DOMESTIC DEVELOPMENT SERVICES 

Foreign assistance is part of a broader set of international relationships which evolved after the
Second World War with the advent of the development era. Because the broader international 
scene influences the scope of foreign assistance considered in this Chapter, as well as other
forms of cooperation among Development Services discussed later in Chapter 12, it is appro
priate to briefly review the ramifications of foreign assistance in the development process. 

Foreign assistance implies a "giver:receiver" relationship which emerged during the post
colonial development era between countries, organizations and individuals. It stemmed from
the imbalances of wealth and access to equal opportunities, knowledge of which came out intothe open when, after World War II, nations achieved independence, and communications 
significantly expanded information about their situation, conditions and affairs around the 
globe. 

Foreign Assistance is a relationship characterized by differences between the "giver" and the 

"receiver", between countries and people, differences in: 

" control of assets of aid 

• extent of decision-making power
 

" consequent 
 influence on decision outcome and dependency on outside 
conditions 

" personal wealth and monthly income 

* living standards
 

" mobility and information
 

" 
 access to project management and supervision 

• societal status, "pecking order". 
Foreign 	assistance originated in social, economic, political and value causes. For Development

ervices, these causes are described in detail in Chapters 4 through 7. In response to these 
Causes, foreign assistance is an attempt to mobilize human, financial and attitudinal assets to 
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help close the gaps between the rich and the poor. Therefore, foreign assistance is a mobiliza. 
tion concept. The starting proposition was that aid to developing countries would mobilize 
local manpower, financial and value resources to enable countries to help themselves, that 
imbalances in wealth should be moderated, that peace would be fostered around the world, old 
alliances maintained and new friendships created. Today, we know that such a proposition was 
too simplistic: aid alone does not close the gaps between the rich and the poor, and it does not 
necessarily create friends. The reasons are manifold and range from the continued control of 
assets in the hands of a few internal elites in dually organized societies of developing countries 
(as discussed in Chapter 10), to population explosion, to the "giver::eceiver" conditions main. 
tained by industrialized countries as noted above. Thus, from a foreign assistance point of 
view, the continued internal control by the few elites and the "giver: receiver" relationships 
pose incompatible conditions for the success of such assistance-they conflict with the 
mobilization concept and the goal of local equal development participation. It will be the con. 
cern of this Chapter to probe the factors that cause conflict in foreign assistance to Develop. 
ment Services and to determine how they can be minimized. 

Further, to complete this review of the international relations within which foreign assistance 
operates, trade between industrialized and developing countries must be mentioned. Since the 
start of this decade, trade has become the dominant concern as a mode to close the gap between 
the rich and the poor countries. While trade is still dominated by the terms set by the "giving' 
countries, the "receiving" poor countries have a bargaining position because they have control 
over some assets, primary goods such as oil, certain metals and agricultural products. The 
awareness of their control over important trade assets has led to the forming of-what Amitai 
Etzioni would call 4 2 -more diversified sub-global systems which "externally contextuate the 
majority of the countries in the world. " They include the group of the non-aligned developing 
countries, OPEC, UNCTAD which increasingly is becoming a new global system for regulation 
of trade relations, and the European Community and its aligned developing countries. Today 
we also know that trade alone cannot produce a more equitable distribution of wealth, but 
that trade and aid together-as the two sides of the same coin-form one set of relationships 
which can help in obtaining this goal. The discussion in the United Nations on the "New 
Economic World Order", and the European "North:South Conferences" aim at re-alignment of 
trade and aid relationships between the rich and the poor countries to fulfill the basic human 
needs for all, and enable a fairer distribution of wealth, and access to opportunities for educa. 
tion, employment, and upward social mobility. This is a very complex task which should be 
accomplished without destroying the existing productive capacities in the world today-even 
though most people agree that it will require a reduction in profits and certain living comforts 
enjoyed by many in industrialized countries. It is obvious that easy global answers are not in 
sight. It is also obvious that cutting down these world-wide problems to comprehensible size 
will help initiate small steps, on the local level in the right direction. This too is a concern of 
this Chapter and the one that follows. 

Finally, the diversification of new and old sub-global systems has created a new awareness of 
interdependence and the importance of self-reliance. For developing countries, self-reliance in 
the control of their economic policies according to their needs and lessening of dependence on 
"Northern" technology and development patterns, is essential to survival. But self-reliance is 
equally a social value of a higher order. It represents human dignity, self-respect for history 
and cultural traditions and self-fulfillment as a modern nation. Hence, the new nations regard 
self-reliance as a pre-condition for interdependence. At the same time, interdependence isnot 
only a trade or economic concept, but also has political and social value ramifications. The 
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Foreign Assistance To Domestic Development Service. 

increased awareness that our world is small, that our resources are limited, and that mostnational decisions in one region affect all of us, has brought home to most people the realization that peaceful relationships are a pre-condition for survival. Peace, it should be recalled fromthe discussion in Chapter 7, is the materialization of a commonstructural violence4 7 truth 23 and the removal ofwhich prevents peoples' self-determination and participation. Peace, asconcept of common truth and removal of structural violence, then isthe precept and common
denominator for: 

• modernizing development participation 

• self-fulfillment as persons and communities, 

* self-reliance as nations, and 

" interdependence in the control of economic, social political and value assets. 
Thus, from a global perspective, interdependence and self-reliance are interrelated peace
concepts. 

It iswithin this broad context, and with these changes in perceptions and relationships duringthe past decade that the discussion here must be viewed. While this Chapter will focus on thepast and current foreign assistance experience to Domestic Development Services (DDS), theaid side of the coin, Chapter 12 will address future equal partner relationships. 

OVERVIEW OF SPONSORS OF FOREIGN ASSISTANCE TO DDS 

in the past, the following types of foreign assistance programs were conducted: 

• Personnel through assignment of experts or foreign volunteers 

• Financial 

* Equipment/material through provisions in kind 

• Staff development through training seminars and staff exchange 
* Policy and program development through international seminars, regional 

directors' conferences and directors' visitation programs. 

From a volume point of view, personnel assignments, staff training and policy and programdevelopment conferences dominated the past foreign assistance to DDS. In overall perspective,
the other types of assistance played a lesser role-as important as they may have been for aninldividual receiving service. 
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For foreign assistance institutions, aid to DDS was-in most instances-of lesser importance
This is indicated by the fact that the assistance provided to such services was not easily identifiable as a separate category; it was hidden in larger program sectors such as social services,technical training, community development, etc. This is especially true for assistance provided
by governmental departments and the United Nations agencies. In addition, in many instances,the DDS as the "receiver" was not clearly identified in the records of the "givers" Suchsummarizing of aid under a more general program, as for example, the assistance to the BenirClubs 4-D as part of the UNDP/FAO agricultural extension service, indicates such lack of"receiver" profile. It also can prevent a more dovetailed investment of the limited outside resources to those areas where the largest gain in effectiveness can be achieved. 

The assistance provided by Foreign Volunteer Services, International Coordinating Bodies(ISVS, CCIVS), other Domestic Development Services and many non-governmental organizations, indicates a clearer perception of what DDS are all about and, consequently, a better 
grasp of the type of assistance needed. This, of course, could be expected as their own opera.tions and realm of experience is most closely related to the DDS in developing countries. Thedepth of these common grounds of design and operations became evident in the analysis in
Chapters 2 and 4 through 7. 

Assistance by Governments: 

Foreign aid departments of government are another bilateral source of assistance to DomesticDevelopment Servces which have provided both personnel and financial and equipment aid,
including: 

Long-term assignments of experts for planning, programming and imple
menting of DDS schemes. Primarily Chile, Germany, the United Kingdom,
and Israel provided such aid. Receiving countries included: Cameroon,
Central African Republic, Chad, Costa Rica, Congo, Dominican Republic,
Gabon, Ivory Coast, Lesotho, Liberia, Malawi, Niger, Togo, Zwaziland. 

Short-term assignments of experts tor consultant services conceining identification of needs, program development, and/or management assistance. 
example, Chile, Israel, New Zealand, the United Kingdom 

For 
and the United 

States have carried out this type of assistance program. 

Financial and/or equipment assistance was provided for the establishment of
training capabilities (especially for Training and Employment Schemes),
for food or clothing for volunteers or specific support of work projects. For
example, governmental agencies of Canada, Denmark, France, Germany,
Norway, Sweden, the United Kingdom and the United States supplied such 
assistance. 

United Nations and Related Agencies: 

The United Nations early helped with sporadic projects to assist children and youth, butstarted late to conceptualize assistance to DDS as a comprehensive scheme for youth
mobilization, training and employment. 
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li 1962 th, International Labor Office (I1.() with firsl to draw Jtt'ntiorl to the Importance ofTraining and Employment Schemoslb arid continued to advance the idea of youth manpowerdevelopment through out-of-school plans 130,137.1 :19 

Assistance by ILO to national youth service type organizations in the early years includedexpert advice and provision of funds for: Jamaica, Tunisia, Mali, and review missions toMalaysia, Sudan and West Iran. 

Unfortunately, ILO did not continue its support for these Development Services which, intheir terms link technical training, apprenticeship-type situations, civic learning and community service. I LO eliminated the emphasis on the service aspect. It appears that the problembehind this change of direction is of structural nature: the labor unions represented in ILOconceived the volunteer schemes with their equal and low pay for all participants in conflictwith their union policy. They also conceived volunteers as job competitors to their unionmembers. This in one area where, so far, no linkages have been established, and where moredialogue is required to overcome barriers created by special interests. 

The United Nations Food and Agricultural Organization (FAO) also belongs to those agencieswho early supported efforts of rural youth work, mostly in the form of farmers' clubs, modeled after the 4-H Clubs in the US. Apart from these earlier part-time efforts, rural youth projects have increasingly focused on agricultural training and work projects, and changed to fulltime activities. Full-time projects receiving FAO financial assistance and advice include theDevelopment Services in Jamaica, Benin, Malaysia, Thailand. 

In 1970 The United Nations Childrens' Fund (UNICEF) decided to assist Domestic Development Services-often jointly with ISVS and other organizations-on a case by case basis.
UNICEF assistance focuses on: 

0 Assistance to governments in developing their national youth policies; 

Support of staff training for Domestic Development Services, preferably onthe subregional and national level through provision of scholarships or operation funds. UNICEF co-sponsored staff training seminars for DDS carriedout by ISVS, through either headquarters funds or scholarships fromregional offices in Kenya (1971), Ivory Coast (1972), Philippines (1973),Panama (1970), Chile (1971 and 1972), Colombia (1973). 

Financial assistance to individual Training and Employment Schemes to improve their youth training capabilities (Malaysia, Thailand); carry out development projects (nutrition through BUTSI, !ndonesia); or to help settleformer participants in self-employment (revolving loan scheme for partici
pants in Kenya's Village Polytechnics); 

Convening of regional or sub-regional conferences for identification of needsand development of new direction for action. Most notable in this respectwere the conferences, prepared locally with participation of local experts, in 

Egypt, Lom6 15 
5, Togo, Guatemala City, Guatemala, which formallyacknowledged the role and importance of national volunteer development 

services. 
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UNICEF also commissioned two evaluations1 8 , 156 , affecting DDS for guidance of their 
future programming. In general, in the past, UNICEF had the most innovative approach of 
foreign assistance to DDS within the UN family, with a strong emphasis on decentralization 
and local participation. 

The United Nations Development Programme(UNDP), in the past, has primarily provided 
financial assistance and in a few instances supported the assignment of experts: Technical Aid 
was received by: 

* 	 the Jamaica National Volunteer Program, in cooperation with ILO and FAO; 

* 	 the Clubs 4-D in Benin, with FAO being the executing agency which also 
assigned two experts on a long-term basis; 

* 	 BUTSI, Indonesia, for the financing of two long-term foreign experts (the 
same who were previously supported by ISVS and UNICEF). 

UNDP also sponsored, within the UN General Secretariat (Office of Technical Assistance, 
Department of Social and Economic Affairs), an Inter-Regional Youth Advisor for Africa, Asia 
and Latin America who spent much of his time travelling through the various regions and 
advising governments on national youth service-type of activities. 

The United Nations Volunteers, under the jurisdiction of UNDP, has assigned volunteers to the 
Jamaica National Volunteer Program and is gathering its first experience in DDS assistance. In 
principle, UNV is now in charge-on behalf of UNDP-to coordinate and advise on all UN 
assistance programs to DDS. 

The United Nations Educational, Scientific and Cultural Organization (UNESCO) has sponsor
ed many country missions and seminars devoted to the out-of-school education of youth, in
cluding those within Development Services. In a 1966 mission report to Tanzania 59 , Guy 
Hunter emphasizes the importance of a national youth service for rural youth education and 
employment. Since then, UNESCO has conducted single or joint missions with ILO, IBRD and 
others to Benin, Chile, Ethiopia, Madagascar, Senegal and Sudan. In 1969, UNESCO co
sponsored with the Government of Denmark an "Interregional Seminar on the Training 
Seminar of Professional and Voluntary Youth Leaders" which followed the 1968 Danish/ILO 
sponsored "Interreqional Seminar on National Youth Service Programmes". At this early stage 
of opening up the discussion on Development Services internationally, both seminars clearly 
assisted in information exchange, even if they did not produce new concepts or program 
approaches. Finally, UNESCO provides continuous support to CCIVS on the basis of the 
latter's membership status A for consultative and associate relations, and often works through 
them in supporting national or local DDS. 

The International Bank for Reconstruction and Development (IBRD), in short the World 
Bank, began in July 1971 to include "non-formal" education projects in its lending policy. 
This was a breakthrough from the past exclusive support of secondary/technical and tertiary 
education. Also, the Board of Excutive Directors decided to include in this new lending policy 
the support of Domestic Development Services in developing countries. In order to identify 
the priority of needs for "non-formal" education, a study was commissioned to the Inter* 
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national Council for Educational Development, which is now available: "Attacking Rural 
Poverty, How Non-formal Education 19can Help" . While data was being collected for that
evaluation, IBRD conducted or bankalso missions considered loans-which would include 
support of DDS activities-to Colombia, Benin (Clubs 4-D), Upper Volta, West Irian, among
others. In some instances World Bank officials reported difficulty in lending for "non-formal"
education projects-and for DDS' for that matter. Developing countries reportedly hesitated to
take loans-and increase their indebtedness-for "non-formal" efforts when "formal" education-which is still the only internationally acceptable system for career development-has not 
yet reached its desired extent. It remains to be seen whether Recurrent Education now being
introduced on the international level in all regions of the world, will help to overcome this 
barrier. 

Non-Governmental Development Organizations (NGO's) 

Addressed here are the many non-governmental organizations which provide development
assistance, in contrast to those which give emergency aid. They constitute by far the most
diversified group of sponsors of foreign assistance to DDS, and include various church services,
earlier peace groups, YWCA, YMCA, labor unions, the many work camp organizations, chari
table (CARE, OXFAM) or training organizations (ORT). Typical for most NGO's are two 
development assistance approaches: 

0 	 development assistance to counterpart organizations, primarily in form of 
personnel and funds, to church groups, labor unions, the Ys in developing 
countries, and 

a 	 charitable assistance as short-term aid by way of food, clothing or small 
amounts of financial aid. 

In the first case, personnel is chiefly assigned on a long-term basis primarily to church groupsand labor unions, and one may question whether some of them belong to the categories of
Development Services defined here. Volunteer work camps operate differently; they join together as an international group for short-term projects, maintain equality of treatment and 
status within the group and are often established with the help of outside funds. A classical
example is the Kenya Voluntary Development Association (founded by the National Christian
Council of Kenya and the Quakers) which receives assistance from the World Council of
Churches and individual National Councils of Churches. It isboth the strength and the limita
tion of assistance to these NGO's that they focus on cooperation with their ideological counter
parts, As discussed earlier, these NGO's in developing countries are based on imported modelsfrom industrialized countries, and not on indigenous schemes, and they are elitist. Here assist
ance can be an indication of dependence on the foreign "master model", if no internal re
sources are mobilized. The Kenya VDA has achieved internal mobilization to some extent byadopting a non-denominational charter which emphasizes the development of an African con
cept of service. Through volunteer staffing and a strong local community integration for both a
brief training period and joint work programs, the service has expanded its home basis. Even
though KVDA is still dependent on foreign funds, this strong internal mobilization has established the service's self-reliance and profile in its own right. This question of self-reliance of 
NGOs in developing countries deserves further study. 
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The second case concerns material assistance provided by CARE, OXFAM and others to DDS' 
on a limited basis. The few examples in project countries are described in Table 66. On the 
part of the "giver" it is considered as charity or emergency aid not different from those pro. 
vided to other institutions. That is to say, no special profile of relationship has developed be. 
tween these donors and the receiving DDS'. 

A third arrangement of foreign assistance through NGO's can be observed in a few countries: 
that of an executing aqency for aid from governmental departments. For example, the 
Canadian CIDA carries ')ut many foreign assistance projects through Canadian NCO's. Ina 
similar fashion, SIDA in Sweden has provided a large portion of assistance through Swedish 
NGO's, looking to the elimination of the governmental Foreign Volunteer Service program. In 
the US, the Advisory Committee on Voluntary Foreign Aid of the Agency for International 
Development 8 reflects the new emerging partnership between government and NGO's in 
recommending an amendment tc the Foreign Assistance Act which "shall directly encourage 
and support, to the maximum extent practicable, the itternarional assistance efforts, aims, and 
activities of US voluntary agencies. " The idea isthat many of the NGO's can help governmental 
departments to render more effective local foreign assistance, and the resources of government 
will help NGO's to expand on their capabilities and take advantage of available human 
resources. 

Foreign Volunteer Services 

Of all the different foreign assistance agencies, Foreign Volunteer Services are the natural 
partners for providing such assistance to Domestic Development Services because they belong 
to the same family of organizations. Their common causes for establishment-and consequent 
similar objectives-their common characteristics in organizational structure and program 
design, form a solid basis for various types of interrelationships. 

Some FV Services assist other Development Services in conformance with their mandate or 
major policy. As examples: 

0 	 The US Peace Corps Act of 1961, as amended, in Title IIIstresses the en
couragement to other countries to establish their own volunteer programs. 
The provison of staff consultancies, volunteer assignments, training and work 
program materials and funding of multi-national volunteer programs is en
visaged. Here, assistance to other Development Services is an integral part of 
the original Peace Corps mandate (for details see Compendium No. 20/1 in 
Volume II). 

* 	 The Council of the German Volunteer Service, in its September 1973 
session, for the first time stressed: "Support of and cooperation with domes
tic youth and development services will be an additional priority of the 
activities of the German Volunteer Service." Soon thereafter, on 
December 3, 1973, the Articles of Incorporation (Gesellschaftsvertrag) were 
amended in paragraph 2 dealing with the purpose of the organization:
"(1) The association shall, through sending volunteers to foreign countries 
and through support of domestic youth and development services, con
tribute to a cooperation between the Fe.deral Republic of Germany and 
developing countries. " (See also Compendium No. 24, Volume II). 
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* 	 The Dutch Volunteer Service, at their Staff Conference in April 1974, 
decided to accept the Declaration of the ISVS Conference "Towards New
Patterns of Community Service" as their policy for support of Development
Services abroad. This Conference was hosted by the Irish Volunteer Services 
and the Irish Committee for UN ICE F and brought together for the first time 
experts of DDS' from all regions of the world. A copy of this Declaration 
is contained in Appendix B-3. 

* 	 And finally, with the termination of ISVS in 1976, the United Nations 
Volunteers took up an expanded mandate to support DDS' activities in 
developing regions through advice, seminars, UNV assignments and other 
multi-national activities. This step went beyond the earlier designation to in
volve youth in the United Nations programs. 

Most often, Foreign Volunteer Services gave assistance through assignments of volunteers to 
DDS in developing countries. The services of Belgium, Canada, Denmark, France, Germany,
Japan, Netherlands, Sweden, United Kingdom and the United States have five to ten years
and more of experience in assisting these DDS. Most foreign volunteers were assigned as train
ers, teachers or work program specialists to transfer their technical expertise to domestic
volunteers, primarily in Training and Employment Schemes. In his publication on "Domestic 
Development Services"(00), Helmut Weyers describes a variety of these assistinj relationships. 

Additionally, staff assignments to DDS are only reported from Peace Corps. According to Title 
III of the Peace Corps Act, PC staff helped for a limited period of time in the planning and 
organizatiop of national volunteer services, for example in Ghana and Panama. 

Financial or material assistance to DDS by Foreign Volunteer Services was restricted to small 
scale contributions of training materials, tools or scholarships for counterpart training. The
Canadian, Dutch and Swedish Volunteer Services, Peace Corps and the German Volunteer 
Service have provided small funds to DDS on a bilateral basis. Peace Corps, in addition, from
their Title III provisions participated in the funding of multi-national staff training, seminars 
and consultancies to Domestic Development Services. Germany, beginning in 1974, had for the 
first time funds allocated for multi-national assistance. 

Domestic Development Services 

Here, outside assistance was not provided by the DDS institution itself but by individuals who
have been affiliated with DDS, either as founding directors or leading staff members. Individu
als from DDS of industrialized, and increasingly from developing countries, rendered such
consultant services. Often, the financial sponsorship for such assistance was provided by a thiro 
Party which was interested in seeing that their expertise was transferred to other DDS. It is 
primarily this transfer of experience from another service that is of value for the "recipient,
because their common ground in.terms of design and operations makes them most compatible,
as the analyses in Chapters 4 through 6 indicate. Thus, many problems of knowledge, understanding and cultural barriers between the outsider and the "receiver" are reduce,, from the 
Outset. The foreigner is perceived more as a colleague than a "giver": the commc, culture of 
DDS professionalism dominates this relationship. 
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It is impossible to present a complete roster of the many individuals who have given long-terr 
or short-term assistance to DDS. Therefore, the following account shall stay for the many who
have given time and devotion to a concept which was not glamorous but in which they 
believed. 

Long-term Assistance by individual experts or small teams has primarily been 
carried out by Israel, Based on their domestic service experience with the 
Gadna Youth Corps, the Moshav and Kibbutz Movement Volunteers and 
the Nahal, current and former professional staff were assigned through the 
Israeli International Youth Cooperation Center to many DDS in Africa,
including, Benin, Cameroon, C.ntral African Republic, Chad, Gabon, Ivory 
Coast, Kenya, Lesotho, Malawi, Niger, Rwanda, Senegal, Swaziland, Togo,
Zambia. Assignments to Latin American DDS included Colombia, Costa 
Rica, El Salvador, Ecuador, Panama and Venezuela. These experiences have 
been most valuable and will be assess,.,d in the next Sub-Chapter. 

Outstanding is the work of Patrick van Rensburg and his wife Liz, who 
were the prime motors behind an educational work/service program which 
became the Botswana Brigades. When they arrived in Botswana in 1962 as 
South African exiles holding British citizenship, they intended only to settle 
in Botswana and help to educate the young. As it turned out, they developed 
the Botswan; Traiing and Employment Scheme through the trial and error 
of their experiences as primary teachers and initially used their own funds. It 
was a combination of factors which enabled them to begin their secondary
education project: land was granted by the head of the Bamangwato tribe, 
financial contributions came from the Ethical Union in Britain, a multi
racial volunteer work camp from the South Africa Work Camp Association, 
and volunteer work was performed by their own students. Mr. and Mrs. van 
Rensburg are now Botswana citizens and their "Report from Swaneg
Hill" 10' is a fascinating document of individual initiative carried on over a 
long period of time. 

Short-term Assistance by individuals from DDS has been carried out widely.
Dr. Alec G. Dickson, Founder of the British Voluntary Service Overseas 
(VSO) and the Community Service Volunteers (CSV) has been untiring in his 
dedication to render his counsel to other services. He is now Honorary
Director of CSV and-apart from his assistance to Nigeria 2 7 which will be 
discussed in the next Sub-Chapter-he has provided planning and pro
gramming services to: Bahamas, India, Hong Kong, Malta, Nepal, Papua/New 
Guinea among others. His expertise covers community services in response to 
problems such as education, youth unemployment, juvenile delinquency, 
out-of-school education. In most cases, Alec Dickson received third party
financial sponscrship from the British Council or the Commonwealth 
Foundation. 

From developing countries, valuable individual consultant assistance has 
been given by Dr. Washington P. Napitupulu, the founding Director of 
BUTSI in Indonesia, to committees of ECAFE, UNICEF and the World 
Council of Churches. More recently intraregional assistance to other DDS in 
Asia has become a major concern. From Sri Lanka, A.T. Ariyaratne, the 
founding Director of the Sarvodaya Shramadana Movement, has widely
counseled from his own experience on the advantages of village level com
munity services as a wholesome self-development of people. He addressed 
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primarily DDS in Asia and Africa. From Israel, Pinhas Gonen and Mordechai 
Herr provided programming assistance to Nigeria 51 , while Shlomo Achituv 
advised the Jamaica National Volunteer Programme in their rural youth 
development efforts. Helmut Weyers, the former Regional Director of ISVS, 
and now with UNV in charge of DDS, believes that many DDS today can be 
traced to ideas and influences of individuals who themselves came from a 
volunteer service background. He has observed that Father Le Bret, O.P. 
"served as an 'eye-opener' and his influence can still be felt in volunteer 
service efforts in Lebanon, Paraguay, Peru, Senegal and Zaire. " 

These few represent the many others who frequently rendered help-often without entering 
into a formalized assistance relationship. In many instances the individual's ability, rather than 
his affiliation with a specific service, attracted the request for assistance. On the other hand, 
without this affiliation and the reputation he aquired in developing a DDS, it isunlikely that 
he would be considered capable of rendering assistance to services in other countries. 

Intrnational Volunteer Service Coordinating Bodies: 

The Council of the International Secretariat for Volunteer Service (ISVS), at its Tenth Session 
in October 1969, for the first time assigned priority to "Provision of technical assistance to 
domestic volunteer programs." During the Fourteenth Session of the ISVS Council, in May
1973, this priority was reiterated in Resolution No. 4 (XIV), urging the Secretary General "to 
continue and intensify contacts with such international organizations and institutions and 
share the experience gained on Domestic Development Services in developing countries with 
the aim of spreading the idea of domestic volunteerism." In addition, the ISVS Council invited 
the Secretary General at the same Session (Resolution No. 10 (XIV) "to submit periodic 
reports on the usefulness of technical assistance activities as well as on the evaluation of 
results." 

As early as 1964, ISVS developed-and improved over the years- a sequence of assistance 
programs to Development Services for both governmental and non-governmental sponsors, and 
irrespective of whether they were member countries of ISVS. The aim was to support existing 
DOS-and Foreign Volunteer Services for that matter-or to help with the establishment of new Development Services. Most assistance was provided on a country or regional basis, and 
the sequence of programs was interrelated and designed to render support to different opera
tional needs. 

Regional Directors Conferences addressed directors of DDS or governmental 
officials concerned with such services in Africa, Asia and Latin America. For 
Foreign Volunteer Services in Europe, North America and Japan, annual 
Directors' Conference have been conducted since 1965. Directors' Con
ferences were policy and leadership oriented and focused on exchange of 
experience under the guidance of the participants. Directors' Conferences of 
Foreign Volunteer Services were not recorded in order to achieve maximum 
communication. They are still considered one of the best forms of support
that ISVS provided to Development Services. Directors' Conferences in 
Africa, Asia and Latin America also identified regional needs and formulated 
assistance requests for intra-regional staff training, individual consultancies 
special seminars on DDS issues and concepts or requests for Multi-national 

437 



Volunteer Teams (MVTs). Since the termination of ISVS, UNV has movedto continue some support for intra-regional activities in Africa, Asia and
Latin America. Foreign Volunteer Services in Europe have linked up withthe Regional Conference on International Voluntary Service, formerly inBrussels and now in London, which isaffliated with the Council of Europe.Services in North America have-as yet-not found or formed any regional orsupra-regional affiliation for mutual support. 

Regional and Sub-regional Training Seminars were conducted between 1970and 1974 for staff-or potential staff-- of Domestic Development Services inAfrica, Asia and Latin America. The purpose was to assist in the develop.ment of management capabilities and to broaden the view of services regard.ing alternative approaches to DDS programs. An assessment of these training
seminars iscontained in the next Sub-Chapter. 

" 	 Special Issue Seminars, Workshops or Conferences were sponsored between1964-1975 and focused either policyon or on operational issues. Partici.pants primarily included the directors of services, governmental and inter.national officials concerned with them, and professionals in specific fields.One might call these meetings a mode of global and mutual assistance, sincemuch of the "state of the art", which is today commonly accepted, wasdeveloped during the give and take at those seminars. Issues ranged fromvolunteer selection (Netherlands 1966,, training (Switzerland 1968), evalua.tion and research (Germany 1968), and Study-Service Schemes (Ethiopia1973), to roles of Development Services in rural mobilization for self-help(Zambia 1974), grassroots response structures for health services (Philippines1974), urban development (Hong Kong 1974), peace efforts (Germany1970), and the resolution of social conflict (Austria 1971). These gatheringsin the various regions of the world grew from an initial descriptive characterin the early years to more analytical and concept oriented seminars. A complete list of both the training and issue seminars is contained in Appendix
B-2. 

" 	 Individual Consultancies to governments or to DDS were sponsored to assisteither in the establishment of new organizations or to expand and improve
existing services. They included: 

- Short-term assignments of experts (1-2 weeks and up to three months) toBolivia, Colombia, Dahomey, Ivory Coast, India, Jordan, Kenya, Lesotho,Malawi, Nepal, Peru, Rwanda, Singapore, Sri Lanka, Sudan, Thailand,Trinidad and Tobago. Between 1971-1973 ISVS provided nine experts forplanning and four for programming purposes to DDS' in these countries. 
- Long-term assignments of three experts (6 months-2 years) to Costa Rica, 

and the Dominican Republic for planning and program support. 

The assistance provided by experts will be analyzed in the next Sub-Chapter. 

Between 1970 and 1974, representatives from 24 African, 15 Asian and 15 Latin American 
Countries participated in one or more of these various ISVS assistance programs. 
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Foreign Assistance To Domestic Development Services 
In order to cdrry out these activities, ISVS obtainedfrom the following countries: the cooperation of resourceBelgium, Chile, Costa personnelGermany, Indonesia, Iran, Israel, 

Rica, Colombia, Egypt, Ethiopia, France,Ivory Coast, Kenya, Lebanon, Malawi, Panama, Philippines,Singapore, Switzerland, United Kingdom, Upper Volta, USA, Zambia.
Financial Contributions, 
 in cash orCosta in kind,Rica, Colombia, for these assistance programsDahomey, camePanama, Denmark, from Chile,Philippines, Sweden, Switzerland, 
Dominican Republic, Israel, Kenya,USA, Zambia, and Norway,UNICEF. These contributionsmatched the limited funds ISVS was able to budget.


The Coordinating 
 Committee for Internationalactivities Voluntaryon stimulating Serviceinternational (CCIVS), has focuseddiscussions, itsconcept developmentimportance of DDS, and challenging existing structures, especially those supported by govern
on the role andment. It provides services primarily through publications, international conferences every other 

year, and 
 individual assistance through consultant assignments. 
 No detailed information conthe 
cerning actual projects of assistance and coooeration was made available for this evaluation, as 

Board of CCIVS had adopted a policy of no-cooperation with any activity sponsored byISVS. 

This concludes the review of sponsors of foreign assistance to Domestic Development Services. 
It indicates that the importance the various agencies assign to such services is directly related 
to their knowledge of this subject matter. The following assessment of the various methods offoreign assistance will further explore this finding. 
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ASSESSMENT OF FOREIGN ASSISTANCE TO DDS 

The major modes assessed in this Sub-Chapter cover: 

1. Financial Assistance 

2. Material Assistance 

3. Personnel Assistance: Experts 

4. Personnel Assistance: Volunteers 

5. Provision of Services: Staff Training and Exchange. 

These modes will be discussed irrespective of the source of sponsorship reviewed previously. 

Examples will be taken pr'marily from the Devlopment Services and Foreign Assistance 
Institutions which participated in this evaluation (see Tables 1 and 2). 

1. FINANCIAL ASSISTANCE 

Here these questions are raised: What funds have been provided? Who provides them and for 

what purpose? Who receives them? and finally, What are the results and experience? 

financial assistance received by Domestic Development Services co-
Table 66 displays the 

operating in this study.
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Table 66. FINANCIAL ASSISTANCE TO DDS 
Domestic Development 

Service 

AFRICA: 

Amount 

Received 
U.S. $ Year 

I 

Purpose 

4 
Bemin: Clubs 4-D 

1967-68 Implementation of 

program 

$350,000 1973.77 Program support exten. 

Loan under sion service
Program support 

National Youth Service $3!4-million 
consideration 

1971 Replacement of heavy 
of loan 

Village Polytechnics 

grant 

$29,400 

grant 

Beginning 
late 1 9 6 

0's 

1973.75 

duty equipment pro.vided to ORT for teach.nical training assistance 

Expansion of program 
Local operations, 

equipment 
amount ? 

Revolving loans for sell. 

Voluntary Development
Association Amounts 

employment after 

unknown oProgramsupportvice
P s-World 

$1,000 per 
year~zations 

ASIA:aiINDONESIA: BUTSI $45,000 1968-70 Implementation program 

$22,500 1970.72 supportProgram support AppliedNutrition 
$60,000 Program

1972.74 
$1,200 Support for 2 experts
$1,250 19741974 
 Publication of Village

fILYI:National $25000O Technology Handbook1972 Workbenches for Work.THAILAND: Thammasat 
University Service $7,400

$2,300 1973.74 Support of 6 vols.$2,000
$2r00 -Extension Support of 4 vols.Rural Youth Leadership $205,000 of Progiam1971.75 Training equipment andTraining 

Supplies in RegionalLATIN AMERICA:COT A RICA- Training CentersNational 
$10.000Youth Movement 2 Buses and Audo. 


EquipmentPANAMA: National visual Training?Volunteer Service 1967 Program support1970 Staff Training 

Foreign Assistance 
In titutin 

OXFAM,US Free

dom from Hunger
 

UNDP/FAO 

IBRD 

AID
 

AID 

NORAD, Norway 
OXFAM, CARE, 

Save the Children's 
Fund
 
UNICEF 

Council of 
Churches 

-various foreign 
voluntary organi. 

-Danish Interchurch 

ISVS; Rockefeller 

3rd Fund
UNICEF 

UNDP
 
OXFAM 

ISVS
 
UIE 

CUSO
 

CIDA - Canada

Ford Foundation
 
UNICEF 

UNICEF
 

US AID 
OAS 
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Most of the data in Table 66 are self-explanatory. A few comments will give examples of the 
kind of relationships these funds created. 

Benin's Clubs 4-D receive significant financial aid through a four year UNDP/FAO project in 
support of rural extension service. Program support includes: women projects, agricultural 
credit system for settlement of young farmers (former Club 4-D members), assignment of 3
FAO extension experts plus administrative back-up, local staff training (civil servants), pro 
vision of farming tools, seeds, fertilizer and foodstuff fur Club 4-D members. Benin matches 
this foreign contribution with $116,100 in national funds over a 4year period (of which 
$74,400 are contributions in kind). The provision of foodstuffs was used to serve volunteers 
one warm nutritious meal per day, for up to two years, prepared by the participants themselves 
as part of their training program. However, in some instances, this provision of food clouded 
the real purpose of this service in the minds of some parents. They took it as a children's 
feeding program instead of a training and work/service scheme. Thus, they did not serve an 
additional meal when the volunteers returned home at night. This, in turn, resulted in in. 
sufficient nutrition for the participants. Quite a number decided to drop out, stay at home, 
and consequently to be fed at home. In this case the supply of warm food did not improve 
nutrition nor did it provide learning, or a local participation incentive. 

Another issue was the provision of farming tools from FAO to local clubs such as saws, 
hammers, planes, hoes, knives, rakes, shovels. They never used saws, hammers and planes 
because nobody knew how to work them. The supervisor of a Club (who was himself an agri 
cultural extension worker) admitted: "I can't use them myself," and "when we have extra 
funds (from the sale of Club farm products) we will buy our own tools." 

These are small examples, but hundreds of similar cases are well known. What they suggest,
however, is that great care must be taken by transferring part of the financial aid into the pro. 
vision of materials in kind. It seems that it is often impossible for a foreign assistance agency to 
plan in advance or assess what the consequences of such provision of materials may be-unless 
the local community in the receiving country participates in the decision as to the kind of 
materials needed. 

Another example, was the continuity of foreign support to BUTSI in Indonesia, from four 
different agencies during the first six years of its existence: 

" The John D. Rockefeller 3rd Fund )rovided a grant for the implenientation 
of BUTSI. This grant was requested and managed by ISVS, and included the 
assignment of two consultants for three short-term assignments (see Table 
67). The Rockefeller 3rd funds furnished the necessary assistance to finance 
the take-off of BUTSI during 1968-1970. 

* 	 After two years UNICEF took over and continued financing the two consult 
ants, who had previously worked with ISVS, for a period of 6 months, and 
provided program funds for BUTSI by involving volunteers in the UNICEF 
Applied Nutrition Program in remote rural areas. At the end of the UNICEF 
capital assistance in 1972, BUTSI was integrated into the National Develop 
ment Plan and did not require outside financing for regular program 
expenditure. 

* 	 After UNICEF, UNDP continued the financing of the same two experts for 
another two years during which they would provide 12 months of service. 
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Their function was then to assist in the rapid expansion of BUTSI and help
in the implementation of the Study-Service KKN at Indonesian universities. 

All in all, the data reveal that the total financial assistance provided to DDS is insignificant
with respect to amount and number of cases, and in comparison to the funds spent by foreign
assistance institutions in other areas. 

Of greater significance for the assessment of results is the question: When isfinancial assistance 
needed? Foreign funds are most needed on three occasions: 

* 	 At the start when a new Development Service takes-off and until govern
mental or other local sponsors are convinced that it isworthwhile to support
such a program . Examples: Benin Clubs 4-D, BUTSI/Indonesia, Thammasat 
University Service Thailand, Kenya Village Polytechnics. BUTSI, for 
example, required outside financial assistance for a period of about 5 years
until it was fully integrated into governmental financing within the national 
development plan. This occurred after BUTSI had demonstrated its usefulness. 

" 	 At a certain stage of development when a service requires significant geo
graphical or volunteer expansion (Village Polytechnics), or changes to 
another level of quality of program. For example: the training certification 
of Malaysia NYPC, Thammasat University Service, Kenya's NYS, and BUTSI. 

* When the type of work program requires high investment in equipment. This 
is the case with the Kenya National Youth Services heavy duty equipment
for land clearing, road construction and other earth works. Comments from 
Thailand and Malaysia indicate a negative reaction to volunteer projects that 
require high equipment investment, such as house construction. It was 
determined that it is too difficult to secure from other sources a regular
supply of equipment and materials in order to keep the volunteer work 
effective. 

An exception to this pattern is the Benin Clubs 4-D which receive foreign funds for continuousOperations, and seem to require more to achieve the ultimate goals oi settlement of the trained 
farmers and self-employment of the rural craftsmen. It appears there ismore than one reason 
Why these dependencies on foreign funds developed (see previous comments). One is that 
Benin is the only developed country evaluated which has limited resources for innovative 
Programs. Another reason, no doubt is the dual organization of society which-in this case-is
SUpported by the manner outside financial assistance is provided. Together they prevent devel0pment participation and upward mobility to asignificant degree. 

The 	 third aspect of financial assistance experience concerns the question: How were the 
foreign funds obtained and provided? Again, three patterns seem to emerge: 

" 	 The straight bilateral arrangement for a cash contribution on the basis of a 
request, followed by a contract between two partners. This is the case for
assistance to the Kenya NYS by US/AID, Thailand's Thammasat University
Service by Canadian sponsors, and to the Malaysian NYPC by UNICEF. 

* 	 The assistance of an intermediator can attract foreign funds to a Domestic 
Development Service which would otherwise not have been provided 
directly: 
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- In the 	 case of BUTSI/Indonesia, ISVS played the role of the "go-be

to attract capital assistance from the Rockefeller 3rd Fund whichtween" 

financed the implementation phase of the first two years (from 1968-70).
 

ISVS further assisted inthe nego-
Toward the end of the two-year period, 

UNICEF, both at regional office and at headquarters levels,tiation with 
was prepared to 

to ensure continued outside financing until Indonesia 


include the service in their 1973 National Development Plan.
 

the Voluntary Development 
- In the case of the Village Polytechnics and 

the National Christian Council played the role of
Association in Kenya,
"go-between" in attracting funds from other churches, the World Council 

of Churches, and from the Kenya government. 

- In the case of the Kenya National Youth Service, US AID played the role 
possible the services of ORT

of intermediator and grantor and made 
Training, Geneva, Switzerland) to 

(Organization for Rehabilitation and 
III of the Trade

improve the standards of technical training up to Grade 


Tests.
 

The personal attraction and relations of an individual: In the case of the 
the founder and first

Thammasat University Graduate Volunteer Program, 

Director obtained the initial foreign contributions, and at a crucial step of 

of the service because of his personal prestige
consolidation and expansion 

and international connections.
 

Conclusions: 

as such does not enhance international cooperation between DDS and two 
Financial assistance 

In otLer words, the provision oi 
foreign assistance partners. Only people cooperate.or more to 

funds will always be conducted in a "giver-receiver" relationship and cannot be changed 

to trade under equal terms. But such a con 
partnership and reciprocity-unless aid changes 

tingency is not the subject of this study. At this point it is important to note that provision of 

funds from some foreign institutions to a DDS in a developing country, will always be "tech 
abetween DDS in developing 	countries and

equal term relationshipnical assistance". An 
cannot be 	realized through

foreign assistance agency-including Foreign Volunteer Services-

financial assistance. 

the level ofDDS at certain points in order to raise 
However, outside funds are needed by 


citizen mobilization and development participation over a previous level:
 

1. 	 For the final planning and the implementation stages of newly formed 

Services to set up an organizational unit, develop
Domestic Development 

volunteers, and implement pilot work 
staff and 	 train the first group of 

and high cost equipment
projects. Support for investment in buildings 


should be excluded.
 

include support for: 
2. For the expansion of volunteer programs. This can 
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" 	increase in number of volunteers 

" 	movement into new regions: geographical expansion of volunteer projects; 

" 	setting up of a permanent office and hiring of staff for a defined period of 
time, to enable institutionalization and consolidation of leadership by 
changing from an earlier part-time staff, or civil servant transfers from 
other departments, to in-house staff development. 

3. For upgrading the quality of the DDS program, including: 

" 	improvement of workshop, technical, vocational and agricultural training 
to qualify for technical training standards for trade certification. This 
often implies investment in better training equipment in workshops 
(UNICEF supplied these funds to Malaysia and Thailand); 

" 	improvement of technical training staff through added technical teachers 
for staff, or through change of hiring practice and employment regulations; 

" 	improvement of the quality of the work service aspect in Study-Services, 
for example: participation of faculty in service, integration of work-learn
ing into academic learning. 

Caution is urged with financial assistance provisions which permit or require the transfer of 
funds into the supply of materials or equipment. Their local need should be carefully evaluated 
in advance (as was the case with the UNICEF financed work benches for NYPC in Malaysia), 
and the receiving agency and the local community should specifically request this type of 
material. Where possible, locally produced equipment and materials should be preferred. 

From a citizen mobilization point of view, outside funds provided by any foreign assistance 
agency will have a participatory effect only if these nev assets come under the control of the 
internal, "receiving", local institution. So long as these funds are commanded largely by the 
"giver"-both in terms of conditions attached to them and the schedule of actual disburse
ment-no new assets are mobilized and development participation remains low. The same, 
of course, is true if the funds received are not expended for the purpose they were intended, 
are absorbed in heavy overhead, and do not reach the people who expect help through these 
resources. Thus, there are two critical steps to affect mobilization through outside funding: 
between the foreign "giver" and the national "receiver", and between the latter and the local 
community as the ultimate "receiver". 
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2. MATERIAL ASSISTANCE 

This section concerns equipment and materials which are provided in kind to DDS in develop 
ing countries. Excluded are materials provided out of financial assistance and discussed pre
viously. There are only a few instances known where materials in kind were provided b 
foreign sources: 

1. 	 In 1964, the Kenya National Youth Service received at its inception, 500 
pieces of heavy duty equipment (bulldozers, grade scrapers, rollers, cranes, 
etc.) from US AID out of used surplus materials. This equipment was needed 
to start the large scale work projects of land clearing, road construction, etc. 
This used equipment was replaced in 1971 with the help of a $31/2-million
"soft 	loan" from AID. 

2. 	 At the same time KNYS received from AID, clothing and some foodstuffs 
for volunteers, for the take-off period of the service. 

3. 	 Foreign volunteers assigned to DDS in developing countries often have been 
equipped by their sending organizations with tools or small equipment to 
fulfill their jobs as trainers of electricians, radio repairmen, carpenters, etc. 
Most Foreign Volunteer Services have a policy that volunteers, after cornple. 
tion of their term, turn over these tools and small equipm.nt to the receiv. 
ing agency, in this case the DDS. The Japanese, German, Dutch, Danish, 
Norwegian, Swedish and Austrian services, for example, follow these policies. 

4. 	 In a similar approach the Government of Israel provided, in the implementa
tion phase, seeds, fertilizer, some jeeps, etc., alongside their long-term 
experts assigned to many Training and Employment Schemes (see also Table 
67). 

5. 	 In a different approach, foreign volunteers helped to provide or develop 
equipment and material for the Benin Clubs 4-D, 

* Dutch volunteers developed simple bookkeeping ledger and guidelines to 
keep track of farm production both in the Club, and for the period later 
when club members are settled on their own plots; 

" 	Peace Corps voluntee-s, together with 4-D volunteers, constructred anum
ber of storage silos for various Clubs. 

From these few examples no conclusion can be drawn, except to state that the provision of 
materials or equipment in kind rarely occurs. It can, though, be of significant help at certain 
junctures, such as the take-off of a service, when no cash funds are available. It isnot ameans 
to permanently-or on a long-term basis-support a DDS program as the aid to the Clubs 40 
in Benin has indicated. From a "giver" point of view, the provision of materials and equipment 
may be the only way to contribute and mobilize additional local resources at home 

A different matter is the joint development, between local and outside volunteers, of an appro
priate technology. Here, not foreign but local materials are used, but the foreign expertise 
makes their application possible. This kind of material assistance has a high participatory 
effect.
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3. 	FOREIGN PERSONNEL ASSISTANCE: EXPERTS 

Foreign experts are assigned in three different approaches: 
" 	 Short-term assignments of expert teams, primarily for planning or programevaluation purposes, and often in conjunction with preparation of financial 

assistance; 

* Short-term individual assignments of experts, primarily for concept or policydevelopment and establishment of frame of references for planning; 

" Long-term assignments of expert teams or individuals as advisors and/or staffassistants to the director of a DDS for support of implementation of programs, organizational and staff development. 

Table 67 displays the patterns of foreign expert assignments to DDS in project countries interms of volume, purpose and source of assistance. 
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Table 67. FOREIGN EXPERTS IN DDS IN PROJECT COUNTRIES 
Dometic DevelopmentService Number ofExperts Duration ofAssignment Purpose 0 Al.i 3nceAFRICA: 12 34nttto 

BENIN(a) Clubs 4.D I part time Stimulation and Planning FAO 
3 admin. 1965.67full-time of Clubs 
staff Program Support -extension ,F.0...-1977 -tservic.e 

3 5 months Project Review Mission Gvr19 73 -74 o r D etermn in g LoanKENYA National 6 I R D - - - " fulltime Management ofYouth Service -70 rofll ers as6tryt AsutVounteeUnitrUiti
Village Polytechnic I 

Development, UK 
ar-time Overall advice, evaluation IL(4 Nor- 1972 of program curriculum ILOR ,Nra 

1 19egian,NIGERIA: National developmt
1 3 weeksCoslainadsu 

Service 6orps1970 mi ssion of planning USA----------- ID (proposal expert sponsorship by 

2- -ith--s the Britsh Council 
INDONESIA: BUTSI 1 1971 of PlaningProposal3 wks/1 967 Israele-assistanlce )2 in planning4wks/1 969 

ISVS, John D,13ws190 -memnainRockefeller 
3rd Fund(g) 

2 6 months Assistance Nutrition 
U IC

t . .of Staf.__..f 
26 months Expansion of program,

197273 Nphstaff development;UN 
ph" 

MLYSIA:haion 1973-74 scheme
3op 2 months

rC o Evaluation of NYPCYe uhP rs1971 toJ Interagency Msin'determine further of FAO ILO, ECAFELA TIN A M ER ICA : -ssis-t-'- a- --- n-- --COSTA RICA: National 2 fo r U N IC EF
1965.73Youth Movement Stimulation. Planning and1 1965-7 Government ofProgram in all areas, Is rae IJ 

1 se1974ra/17 Programmadiser 

I since 1974 - S af rga 

P AN A M A :(k) D IG ED E COM : I si c 19 7 3_Sta f _.ro.ra assista n ceI S an i g
 
-National 
 Volunteer 21 6 

.(if service 
.2 3 m/ 1974 Programming Assistance ISVS 
2 6 wvks/1970 Program evaluation i)ointiy US AID (1)

"------,----- wth IGEECOM 
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Explanations for Table 67. 
(a) In addition to the Clubs 4-D, Jeunesse Pionniere, a National Youth Service type

organization in Benin between 1963-1973 received the assistance of 5 initial, later 2,Israeli Program Advisors. 
(b Taburet, Annette: Strengthening Agricultural Popularization and the SettlementProgram for Young Farmers, mimeographed, Report No. 2 UNDP DAH/72/027/A/01/12, Dahomey, April 1974. 
(c) In addition to Benin and Kenya, the Government of Israel has provided long-termassistance through assignment of experts from 1963-73 to National Youth Servicetype organizations in Africa: Cameroon, Central African Republic, Chad, Gabon,Ivory Coast, Lesotho, Malawi, Niger, Ruanda, Senegal, Swaziland, Togo; in LatinAmerica: Colombia, Costa Ricr, El Salvador, Ecuador, Panama and Venezuela. In1973 a total of 56 experts worked on long-term assignments in DDS abroad.(d) 
 Dickson, Alec G.: Proposal for Nigerian National Service Corps (Student-service
scheme); ISVS Resume No. 64, 1971. 

(e) Gonen, Pinhas and Herr, Mordechai: The National Youth Corps in Nigeria, (Trainingand Employment Scheme for Unemployed rural youth), International CooperationDivision, Ministry of Foreign Affairs, State of Israel, 1972. In addition to the shortterm assignment of experts in Nigeria, the Government of Israel provided short-termassistance in Africa to-Ghana, Tanzania and Zambia; in Latin America to-Honduras and Jamaica. In 1973 a total of 14 experts worked on short-term assignmentsto DDS abroad. 
(f) Quarmby, Andrew and Diana: BUTSI's First Phase, mimeographed, BUTSI, Djakarta,1970. 
(g) Fussel, Diana and Quarmby, Andrew: BUTSI in 1971, mimeographed, BUTSI,Djakarta, 1971. 

(h) 
 Fussel, D., and Quarmby, A.: Kuliah Kerda, Educational Experience Through Work
for Students of Higher Education, mimeographed, Discussion paper for Rectors'
meeting, Djakarta.
Fussel, D., 1972.and Quarmby, A.: Progress Towards a Natio-7al Study-Service Program inIndonesia, mimeographed, BUTSI, Djakarta, 1973.Fussel, D., and Quarmby, A.: National Study-Service Scheme, Indonesian Observer,Djakarta, February 13 and 14, 1974.Fussel, D., and Quarmby, A.: Study-Service, A Survey, International DevelopmentResearch Centre, Ottawa, Canada, IDRC-037e, 1974.

(i) Final Report of the United Nations Inter-Agency Mission to Malaysia RegardingYouth, Bangkok, December, 1971.
WJ) Un Elemplo de Accion Juvenil, Department of International Cooperation, Ministry

of Foreign Affairs, State of Israel, May 1968.rk) Panama also received assistance for its National Youth Movement, beginning in 
1971, from 2 Israeli Program Advisors. 
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(I) 	 Evaluacion del Servicio Nacional de Voluntarios, Director General for Community
Development, DIGEDECOM, Republic of Panama, 1970. 

First, Short-term Assignments of Small Teams composed of experts from different professionalbackground, often representing different co-sponsors are reported from Malaysia, Nigeria,
Kenya and others. 

An interesting example is the UN Interagency Mission (ILO, FAO, ECAFE) to Malaysia. TheMinister of Culture, Youth and Sports invited this Mission to evaluate the mandate and performance of the National Youth Pioneer Corps in comparison with the needs of uneducatedand unemployed youth. The Mission proposed a re-direction of NYPC towards improvement
of technical/vocational skill training in accordance with national standards issued by the Technical Training Board. A certification of skill levels should open apprenticeship type employ.ment in industry or continuing technical education. The acceptance of these proposals led to are-affirmation of NYPC as a development service. Before the Mission proposal, between 1970.1971, NYPC adopted para-military training because most Corpsmembers found employmentonly in the Police Cadet Corps and the military. The reasons for lack of employment oPpor.tunities in crafts and industry or for continuing technical education, was due to the low level
of techn.!gal training members received in the camp. 

Apparently the reasons for acceptance and implementation of most of the Mission's proposals
rested on the following circumstances: 

* The Minister himself invited the Mission, and he and his top officials received
the results; in other words, the project was in the hands of the appropriate
internal leadership, and the actors guiding the decision-making held a central 
position. 

" The three experts carefufly evaluated the complexity of the issues and for
warded realistic proposals for change. Thus, both partners were strong-one
in conceptual insight and political leadership, the other in professional 
expertise. 

* The timing was right. NYPC was in a stage which required decisions one wayor the other, and UNICEF was prepared to invest additional financial assist
ance (see Table 66) to support an upgrading of technical/vocational training,
if the Mission Report would confirm the need for such investment. 

A different example was the assignment of an Israeli team to Nigeria. One youth service expertand one agriculturalist, conducted the sur,y in Nigeria 51 and forwarded a proposal on aNational Youth Corps to the Ministry of Labour. Nigeria never acted on the proposal and tothis day there is no Training and Employment Scheme for unemployed youth in Nigeria. (Seealso Compendium No. 9, Volume II). Even though invited by a governmental department itappears that the Israeli proposal came at a time when the internal leadership in Nigeria was not 
prepared to act upon it. 

Finally, a tearr of the Norwegian Agency for International Development (NORAD) withKenyan experts jointly evaluated the Kenya Village Polytechnics and submitted a report 6 
which contained an overall program appraisal. This feedback evaluation formed the basis forcontinued governmental support and foreign assistance from NORAD. Moreover, this evalua
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other foreigntechnics' performance. assistance sponsors who(See also Table 68.) were impressed 

the Village Poly. 
Second Shortterm Assistace
Sub-ChapterDec, SDevelopmenr by Individual Expertsshort-term is. isanother formCOnsultanciesAlso a Pointed outaresignificant experience with 

primarily provided by 

invtation because of personal familiarity, reference, reputation 
in the overall

DDS individuals whoForeign ore have had
or ororegtVolunteer 

review inthe previous
an~agencies such pSerrvides•inits own ass professionals sevices. They were 

rughOthrcright, poeAthbuiesoISVS. viewO g As the business of Devel 
hereiuwho vnational ru in, arranged by director assposss expertiseoeeteeissioa is who p n Services takes 

iment through othersese in various fields become
IPrent Sevcstkson 

"StateaodrknownOf the art"across
Directifo 
eri 
 prfssi aotfoe
An n o afhio no centraltypecii roster or recordexample of assistance sin e t to which one can turn to
of this typealseor A n ex a ptopendiuJK uo t f'"oealso COmpendium 

No. 
is the advice rendered by Alec G. Dickson, Honorary

.participation.
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* 	 The Study-Service proposal contained two challenges to existing power 
position: 

--	 academic learning, by proposing that work/service learning receive aca
demic credit (a challenge to the disciplines which decide what represents 
academic knowledge in their realm), and 

- faculty members, by suggesting their participation in the work/service part 
of the program ( challenge to the faculty members' status as academic 
teachers). 

Even though the idea for a Study-Service originated with the Committee of the Vice-Chan. 
cellors, the following problems prevented immediat3 action on the proposal: 

" 	 The outside consultant-though well respected as an individual professional
in fact rendered "informal" assistance, that is to say, advice which was not 
based on a formalized relationship between two institutions. He came more 
as a colleague and communicated well with the Vice-Chancellors-and with 
the students for that matter-but there was no formalized larger structure 
supporting and giving status to his advice. 

* 	 The committee did not represent the appropriate internal leadership in terms 
of decision authority, organization and financial resources for a proposal of 
that magnitude. It would have required strong leadership from the Com
mittee to guide the proposal through appropriate governmental decision
making. 

* 	 The content of the proposal challenged to a degree the power and influence 
of the universities which the Committee represented, further delaying action 
on the proposal. 

Action did come with modifications and NYPC was established when the Head of State as the 
ultimate authority took the decision in his own hands-and after the challenge to the univers
ity was eliminated. In NYPC, work/service is not part of the academic curriculum but a 
requirement after the academic studies have been completed and before the certificate is 
issued. Also, the faculty does not participate in the work/service part of the program, in fact, 
is involved only with Corpsmember training prior to service. 

Other individual short-term consultancies like those conducted by ISVS and reviewed in the 
previous Sub-Chapter, have similar principle characteristics-as one can see from the limited 
feedback available. 

In sum, individual and "informal" assistance relationships-cften conducted between col
leagues-are most successful when communicating ideas and concepts, and outlining plans for 
DDS activities. The reasons for success are related to the absence of communication barriers, 
the common ground of knowledge and broadly based experience. However, the formalization 
of plans, the development of program proposals and guidance through the decision-making 
process are often hindered by the lack of formal structure and the unofficial status of this 
foreign assistance relationship. According to the theories of community decision behavior-as 
discussed in Chapter 10-action is more likely to occur if a proposal isdirected to centralized 
decision-centers, guided by internal leadership (strong "actors") and clearly communicated 
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from an institutional basis. The "common culture" of institutions or bureaucracies involved on 
the "giving" and "receiving" side plays a role in the acceptability of such proposals. 

Opinions on the role of short-term foreign assistance through both expert team or individual 
assignments were obtained in interviews. 

Respondents in project countries, both DDS officials and foreign experts gave the following
priority to contributions from foreign short-term consultants: 

1. 	 Staff training 

2. 	 Planning of overall management and of work programs 

3. 	 Special technical advice 

4. 	 Demonstration projects 

5. 	 Program evaluation 

6. 	 Definition of youth policies 

7. 	 Exchange of experience 

8. Demonstration of a common concern for youth. 

Major problems with short-term foreign expert assignments were given these priorities: 

1. 	 Cannot adapt to the local situation in the short time span 

2. 	 Will not acquire enough perspective and understanding to give sufficient 
advice 

3. 	 Leave work incomplete because of short presence and because they are 
foreigners 

4. 	 Lack of counterparts for short-term foreigners; new expectations are created 
through their presence which cannot be fulfilled because no local staff 
continues after the foreigners have left 

5. 	 Domination, behave as if it were in their own country 

6. 	 The more content and design-oriented the assignment, the more difficult to
 
give significant advice in a short time span.
 

In no case was it acknowledged that the third party role of the neutral prof;ssional advisor can 
be a helpful tool in the hands of the internal leadership. In irIdustriali',', 1"JJlItries it is a pre
ferred method of policy makers and management to seek the profession ii olutji(hi-I tu rtender 
that necessary neutral and independent advice wvhich is not "blinded'' by day to day opera.
tions. It is in these instances-when two strong partners meet-that outside advice is most 
Successful, and it appears that the future trend for foreign expert assistance will emphasize this 
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short-term role between equally strong partners. It should also be pointed out that while shortterm foreign advisors cannot mobilize citizens' development participation as such-they certainly can foster-or prevent-such consequence by the kind of advice they render. 

In Summary, to be successful, short-term assistance by foreign experts requires the followingconditions: 

* Strong partners: The appropriate internal leadership on the one side; pro.fessional expertise, and cross-cultural understanding on the other. 
* A formalized relationship between contractor and advisor sufficient to lend aproposal to appropriate authorities 

* An institution and resources available to carry out the advice. 

* A timing that coincides with the availability of strong partners and the pre.paredness of the receiving institution. 

* A presentation and communication of proposal content which takes intoaccount societal status and power structures and which addresses both thoseaffe, ted and the leaders who will carry out recommendations. 

Third, Long-term Assignments of Experts are sponsored by only a few foreign assistance
institutions. 

The service of Israeli experts is the most notable example. The attraction of these advisersrested on two facts: (a) they had a concept of self-reliance and self-help, applied at home and(b) they were practitioners with a vast experience in both volunteer and national service. 
Over the years a certain pattern for these assignments of Israeli experts evolved which is ofinterest: 

" Experts were selected and trained for a period of 3 months (including locallanguages) before assignment abroad; 

* They were placed only as advisers, not in a staff capacity, and were notinvolved in questions of budget and financing; 

o Thus, the outsider worked from the beginning under the designated internal
leadership 

" No expert was assigned without prior training with the receiving organization's personnel. The trainingwas conducted either in-country or in Israel(see also Sub-Chapter No. 5); 
" In large projects, joint planning committees were established between thereceiving organization officials and Israel's advisors; the foreign experts werethus given an opportunityto voice their opinions in decisions which bear on

their work; 
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* The advisor role was adjusted to three phases of operations of a Domestic 
Development Service: 

- implementation: establishment of a headquarters office and staff prepara
tion sufficient for the first two or so pilot projects of youth training and 
related work projects; 

- Take-off: First training courses and work projects to complete one full
cycle of operations (1 or 2 years depending on service terms); 

- Expansion/Development phase included: setting up of new training
centers, staff development (which is crucial), and follow-up employment
schemes (land-settlement for farmers, self-employment for rural crafts
men, etc.) 

Experiences indicate that these three operational phases require a total period of 5-8 years.Israeli advisors were assigned initially in groups of 4-5 to assist in implementation and take-offin all sectors of the operations. Once the service expanded, and host staff capabilities developed, Israeli advisors were gradually withdrawn. In other words, Israeli experts applied a gradualturn-over from outside mobilizers to internal sub-elites. The experiences showed thatpractice-orientation of the Israeli experts, especially 
the 

the capability to bring plans intoimplementation, mixed well with the primarily academic background of their national counterparts. The only critique that could be identified claimed that the Israeli approach was "tooperfect", and sometimes a bit hard-driving. In the Fall of 1973, when in the wake of the oilcrisis, many African countries cut diplomatic relations with the State of Israel, most of thelong-term experts assigned to DDS in Africa were terminated-with the exceptions of those inLesotho and Malawi. Since then, all of the services helped by Israeli experts have. ontinuedtheir operations on their own strength. This indicates a successful internal mobilization andturn-over through the outside mobilizer role of Israeli experts. 

Another version of long-term assignments in this category is that of the expatriate BritishOfficers assigned by the Ministry of Overseas Development to the Kenya National YouthService. This assistance occurred immediately after the independence of Kenya, when thelinkages still existed with the former colonial power and skilled staff was needed for the takeoff of KNYS. In all, the assistance lasted from 1964-1970. 

A third version concerns the long-term assignment of an expert team to BUTSI in Indonesia.Diana Fussel and Andrew Quarmby worked as assistants to the Director in various periods
during 1968-1974. Their assignments lasted from one month tc up to six months per year,initially under sponsorship from ISVS/Rockefeller 3rd Fund, followed by UNICEF, and duringthe last two years under UNDP/IJNV contract. They assisted significantly in the developmentof BUTSI and later the Study-Service KKN 4 4 . (See also footnotes f, g, h, Table 67.) In aconstant give and take with the Director of BUTSI and staff members they-no doubt-made acreative contribution to these services. For their assistance an interesting schedule was appliedas they served in intervals of four weeks up to six months and were absent for periods of upto one half year. It helped them to look at their task with fresh eyes when they returned afterSome months of absence, and it helped the service to keep the outsider role in perspective withthe internal leadership. Diana Fussel and Andrew Quarmby now specialize in Study-Services asthey believe that a change in education is the key to change of attitudes and consequent
development decision-making. 
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The long-term assignment of experts differs in principle from the short-term in that they art 
placed in roles very similar to those of the national staff-and they are perceived as staff bi 
recipient colleagues and volunteers irrespective of their title. They are foreigners built into thi 
hierarchy of the organization, and motivated by a drive to accomplish something during the, 
period of service. Because of their special position, they have easier access to the top leve 
management and the decision making authorities-and often use it to achieve their purpose 

Yet, upon leaving they wish to turn over their work to national staff who, before, have been st 
often by-passed. This situation clearly is troublesome and counter productive to the basil 
attempts to leave a self-sufficiant service behind. 

In interviews, long-term assignments of foreign personnel were addressed: "In your opinion 

how can foreign staff (both volunteers and experts) assigned to this Service on a long-tern 
basis best contribute to the program?" Here, the responses concerned both the long-tern 
expert and the foreign volunteer assigned in a staff capacity (see also next Sub-Chapter). Th, 
replies indicated that the extent and scope of a foreign staff role differs among the three cate 
gories of DDS; 

Training and Employment Schemes assigned the following priorities to areas of foreign -tat 

contributions: 

1. 	 Transfer of know-how; training in technical fields; fill skill gaps 

2. 	 Conduct staff training in technical skills; curriculum and methodology 
development 

3. 	 Set example of work techniques, accuracy, dedication 

4. 	 Plan programs and organization 

5. 	 Implement programs in technical fields, but no management or leadership 
functions should be assigned. 

At the same time interview respondents indicated the following problem areas with long-term 

foreign staff in Training and Employment Schemes: 

1. 	 Inadequate knowledge of local situation, problems of adaption and inte

gration with national staff; they remain in their group of foreigners 

2. 	 Domination, by imposing projects or programs through direct acLess to the 

director; "threat" to regular administrative procedure and to national 'taff 

3. 	 No problems I 

4. 	 Inadequate professional/technical performance 

5. 	 Interference in policy and philosophy of service 

6. 	 Host countries depend too much on foreign staff 

7. 	 Insufficient leadership on the part of the hosts toward foreign staff. 

456 



Foreign Assistance To Domestic Development Services 

It appears that Training and Employment Schemes-still-require foreign staff, but in a definedtechnical role. Respondents also indicated the need for knowledge of the local language, forintegration in local communities and for assignments side by side with domestic staff ordomestic volunteers serving also in a staff capacity. These problem areas are not surprising;they are not different from assignments of foreigners to other development projects as wasdiscussed earlier in Chapter 7, under work environment. 

Study-Services can see only a limited, and well defined, foreign expert role in technical areasto support the student-volunteers' work in the field and give them the necessary technical skilltraining. They would not accept foreign volunteer assignments in a staff capacity. Interviews
also mention the usefulness of short-term encounters with foreign staff for joint sharing ofideas, staff training in a third country, and help for planning future youth development. 

Social and Technical Development Services particularly stress the equality between nationaland foreign staff in terms of work load, position and supervison. Under these conditions,
foreign staff is described as helpful for: 

1. A challenger role, but not as the "boss" 

2. Teacher/trainers, and programming assistants in specific technical areas 

3. Impartial evaluators for monitoring operations feedback 

4. Generators of new ideas, transfer and exchange of experience. 
Under the condition of this partnership approach, the problem areas indicated for foreign staff 
differ somewhat from those listed for Training and Employment Schemes: 

1. Misunderstanding of the foreigners role on the part of both the national and 

the foreign staff 

2. Lack of imagination and qualifications 

3. Inability to understand and adjust to different society and culture 

4. Language limitations reduce the level of communications 

5. Domination in advisory role, "bossy". 

These interview responses indicate that the role of foreign staff in Training and Employment
Schemes is primarily seen as a technical assistance "giver:receiver" relationship, whereas Socialand Technical Development Services perceive-and would receive-the foreigner only underequal partner conditions. The reason behind these differences in perception is, that most pastand current technical assistance by long-term foreign personnel is provided primarily to 
Training and Employment Schemes, whereas STD Services by and large refrained from request!rlg or accepting such assistance, and only now entering the field with other forms ofCOoperation in mind. 

are 
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Finally, the ranking of factors which contribute to foreign staff success gives an interesting in. 
sight on how nationals, the "receivers", view the "giver" and how foreigners perceive their Own 
success factors. 

Factors most important for success of long-term foreign staff assignments 

Priorities accorded by Priorities accorded by 
majority of national opinions majority of foreign opinions 

1. Technical/professional proficiency 1. Leadership & understanding for people of 
different background and culture 

2. 	Leadership & understanding for people of 
different background and culture 2. Flexibility to adjust to changing
 

conditions
 
3. 	 Flexibility to adjust to changing 

conditions 3. Fluency in local language 

4. 	 Fluency in local language 4. Technical/professional proficiency 

5. 	Administrative/managerial proficiency. 5. Administrative/managerial proficiency. 

It appears, that foreigners-by far--underestimated the technical/professional qualifications 
expected of them. Instead, they emphasized their leadership role and cross-cultural attitudes 
which are considered somewhat less important by "receiving" nationals. The higher ranking of 
flexibility and the knowledge of the local language on the part of the foreigner indicate the 
anticipation of uncertainties and communication problems. Nationals seemed to underesti. 
mate this communication problem, or they consider the knowledge of local languages as less 
important for the foreign expert. Both nationals and foreigners have a common perception of 
the lesser importance of administrative/managerial skills. 

These replies confirm that there are misperceptions of the role of the foreigner-on the part of 
both the national and the foreigner. No doubt, these differer-es in expectations and intentions 
contribute to the problems of foreign staff. But a comparison between ranking of success 
factors and problem areas indicates also that it is one thing to perceive a role and another to 
execute it. It is believed, that a careful selection of foreign experts and a detailed preparation
for assignment-including language and cross-cultural preparation-will help to reduce these 
gaps. But of prime importance will be the planning of future foreign expert assignments which 
must specify roles, and place the foreigner on more equal terms with national staff in order to 
reduce the "receiver" and the "giver" differences in work load and responsibilities. 

:A 

Conclusions on Foreign Expert Assistance 

1. 	 Foreign experts are primarily sought for their technical expertise and should be assigned 
in well defined jobs which are clearly understood by themselves and their national staff 
colleagues. 
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2. Areas for long-term assignment preferred by receiving DDS include technical skill trainingof volunteers, technical and work performance support in projects, and participation inaction-planning. The latter is perceived as a continuing process growing out of the feed
back from training and work/service programs. 

3. Program evaluation is an area especially suited for an outsider under either long-term or 
short term assignment conditions. 

4. Staff development is a major concern of DDS to which the foreign expert can contribute 
in areas such as: 

0 development of professional skill and personality profile for staff recruitment; 

0 staff training including technical skills, teaching/training methodology, group
dynamics, work analysis, leadership; 

5. Long-term foreign experts have a mobilizer role to enable both the domestic volunteerand the local community to partake in development. But, outsideras an in the localcommunity and a foreigner in the country, the expert's mobilizer role is restricted to 
three main areas: 

* providing the necessary knowledge input necessary for the mobilization process to 
take-off; 

" to ensure in design and methodology that action-planning processes and programexecution do not prevent participation but, rather, invites involvement; 

" to spark mobilization under the guidance of internal leadership and turn overresponsibilities to the newly developed sub-elitps as a project takes off and devel
ops its own momentum. 

6. Leadership roles of foreign experts are not desirable for internal guidance, policy and
management of DDS; they are preferred for generation of new ideas, challenges to existing structures and procedures, and for a cross-cultural and cross-national transfer of 
knowledge and experience. 

7. It appears that the long-term foreign expert role as advisor to the director of a DDS willdiminish, but that a foreign staff presence on equal terms with national staff will continuein specifically defined assignments. It further became clear that the advice of the shortterm foreign expert-as a contractor:consultant relationship-, sought by policy makersand internal leadership of DDS, will be of increasing importance as the services work out
their profiles within their own societies. 
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4. FOREIGN PERSONNEL ASSISTANCE: VOLUNTEERS 
It is from the "giving" experience inherent in the assistance provided by foreign volunteersthat one can learn whether future cooperation among foreign and domestic volunteers as Partners on equal terms will be possible. Table 68 displays the kind of help supplied by ForeignVolunteer Services to DDS' in project countries. 
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Table 68. FOREIGN VOLUNTEERS IN DDS IN PROJECT COUNTRIES 
Domestic Development Number of Duration of Overseas Volunteer 

Service Volunteers Assignment Purpose Servico 
1 2 3 4 5
 

AFRICA:

BENIN : Clubs 4-D part-time Establishment of grain Peace Corps, US 

silos 

part-time Design of farming, book- SNV, Netherlands 
keeping systems for Clubmembers
 

KENYA: 
 8 Since 1968 -technical skill training; DUU, DenmarkNational Youth Service 2 year periods agricultural, vetnrinary, 

welding, motor 
mechanics, etc; 

7 1973-5 -lite-acy, general Friedrich-Ebert 
education; Foundation, Germany-land settlement 

26 2 year periods JOCV, Japan
since 1970 

16 2 year periods -secretarial skill training Peace Corps, US 
requested 1974, 2 year DED, Germanyno. unknown periods
 

Village Polytechnic 
 86 2 years Technical Workshop DUU, Denmark 

4 2 years training VSO, UK 
2 2 years since NORAD, Norway 

1971
 
5 2 years Establishment of DED, Germany 

_cooperativesVoluntary Development Number 2-4 weeks Local community con- Students from otherAssociation Unknown struction work countries via Economical 
Work Camps, World 

A_ _IA_ _ Council of Churches 
ASIA:
 

INDONESIA: BUTSI 
 2 years Staff assistance CUSO, Canada 
1971-73

MALAYSIA: 2 5 mos/1 970 Technical and Vocational DED, GermanyNational Youth Pioneer 6 2 yrs/1972 Trainino
 
Corps

National 1 2 years
National Youth JOCV, Japan2 2 years Physical education, sportsDevelopme nt Corps JOCV, Japan 

THAILAND: Graduate 1971-73 Staff assistanceVolunteer Program CUSO, Canada 

LATIN AMERICA:
 
COSTA RICA: National 20 
 1970.72 Work proiect support for Peace Corps, USYouth Movement 

student-volunteers 
PANAMA: National 12 foreign 1971-72 Community development Multi-national volunteerVolunteer Service (SNV) + 7 domestic in 2 different communities team from Austria, 

volunteers 
Germany, Ireland, Chile,

I Benin the Jeunesse Pionniere received the assistance of 3 IUS; Coordinator:Israeli volunteers from the Moshav Movement ISVSfor rural youth
'nd land settlement programs. Assignments are repeated in 2 year terms. Moshav Movement volunteers were also sent to DDSin Jarmaica and Iran. 
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Table 68 reveals that-with the exception of the Moshav Movement which isan Israeli DDS
personnel assistance is provided by Foreign Volunteer Services and 
dustrialized or developing countries (which played not by DDS' from in.a larger role in furnishing individlexperts). Foreign volunteers, except for Multi-national Volunteer Teams (MVT's) served DDl 
in a staff capacity. 

organization and the receiving Domestic Developmern Services. By far, the maiority Of foreign 

First, Foreign Volunteers as Staff are assigned under bi-lateral agreementsbetwvolunteers are used in Training and Employment Schemes, primarily for technical training and 

to a lesser degree in employment-orientedone term assignments. Only CUSO sent one volunteer each for 
in the 

the assistance was 
rhailand university service and in Indonesia's BUTSI.given to administration, In the case of BUTSIand at the end of the two years' term functions 

were turned over to a former volunteer who took over this staff position.The interviews conducted with both "senders" and "receivers"following experiences and main issues: 
of foreign volunteers reveal the 

* Volunteers are received with anexpert whose image open mind; most often favored above theis felt to be presumptuous, creating high expectationswhich are often not fulfilled. 
* The expectations that mature volunteers would have technical skills largelywas confirmed 

integration 
Apart from the widespread acceptance of their skill capability, the personalof volunteers into the DDS was difficult forreasons: 

more various 
- Foreign volunteers who lived outside the DDS facilities had greater diffi.

culty in being accepted than those who chose to take housing from theDDS' camp facilities; 
-" Foreign volunteers placed in staff capabilities experienced the problemsof a dual loyalty: onexperienced within their own 

the one hand they were volunteers themselves andteer-therefore organizations what it means to be a volunthey were teaching, than could the national staff. On the other hand, they 

they could often better relate to the domestic volunteerswere trainers who had toexpected from transfer skills andnational staff. maintain the disciplinesome common Therefore, foreign volunteers alsoground with national foundstaff, and especially sympathizedwith those who had no career security or insufficient training.-
 On the part of the national staff the interview responses indicated that

foreign volunteers 
There are 

were 
indications that, the less the policy of the DDS 

well acceptea in their technical skill capabilities. 
was understood

and accepted by the national staff, the less they were open to cooperationwith a foreigner; the helper became a "threat". 
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The most sensitive area affecting foreign volunteer trainer assignments, is thediscip'ine training carried out by many Training and Employment Schemes.The educational principles and style of discipline training are alien to foreignvolunteers. In many discussions during the past decade it became apparentthat the difference in perception with respect to discipline training has itsroots in different cultural and religous principles, national history and in thedifferent stages of national self-reliance. Also, practical experience helped toform opinions on this issue. For example, when the Zambia National YouthSerjice, established as a development program for rural youth, beganweapons training to a significant extent, which changed the emphasis of theservice from development to an armed National Service, the Dutch andSwedish volunteer trainers were withdrawn from their assignments. Inanother example, German volunteers were wiihdrawn in 1970-after onlyfive months of assignment-from the Malaysia National Youth Pioneer Corpswhen it embarked on weapons training in anticipation of later employmentby the Police Cadett Corps. After NYPC discontinued weapon training andinstead emphasized technical training and employment preparation-as aresult of the UN Mission proposals-the German and Japanese volunteers
resumed their assistance in 1972. Today, most DDS' and Foreign VolunteerServices have developed a clear understanding of each other's positions:when weapon training is included in a program foreign volunteers will
terminate their assignments. 

Most Foreign Volunteer Services, over the years, have established their own points of viewregarding the assignments of volunteers to DDS' in developing countries. For example, theDutch Volunteer Service, while in principle interested in cooperation, feels that DDS assignments are not different from those to other development projects and should meet SNV'sservice conditions. Apart from the political nature of a service, the Dutch SNV encounteredproblems in arranging volunteer assignments because of different lengths of the service period.The US Peace Corps is willing to accommodate different schedules but reports that they adviseagainst the assignment of volunteers if a service has strong political overtones. Peace Corps isalso the only service with a rather comprehensive financial assistance program to DDS via theirTitle IIIfunds for multi-national volunteer projects (see Compendium No. 20/1, Volume II).The German Volunteer Service (DED) has comprehensively evaluated its DDS assignment
experience and developed some guidelines for future cooperation: 

Requests for DED volunteer assignments to DDS' should be handled prag
matically and not on the basis of ideologies; 

Western type youth organizations, such as Boy Scouts, are not well suitedfor DED volunteers as they do not meet the target group requirements-they 
are too elitist; 

DED requires a solid and effective organizational framework on the part of 
the receiving DDS: 

- objectives should be clearly defined, 
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- DDS must be able to provide its volunteers according to plans and avoid 
fluctuation in domestic participation. 

It appears that governmental DDS' are organizationally more reliable to meet 
these conditions than NGO's. 

DED volunteer assignments to DDS' have restrictions: 

- no assignments to police-type, military or para-military organizations, 

- no assignments to organizations which follow militantly nationalistic 
goals and represent only a specific ethnic group within a country, 

- no project cooperation with organizations which operate against their 
government. 

* DED prefers to assign volunteers to those services which aim at the reduction 
of social and economic differences among people from various societal 
strata.
 

All of these experience with bi-lateral assignments of foreign volunteers to DDS' are based on a"giver-receiver" relationship. Foreign volunteers are paid and placed under the conditions andadministrative supervision of their sending organizations as described in Chapter 7. Theirallowances provided them with a monthly income far higher than that of local volunteers and even staff. Thus, while foreign volunteers receive equal treatment within their peer group andpay at a low level from their home countries' point of view, they still have the characteristics
of the "giver" in the eyes of the "recipients". 

Second, Multi-national Volunteer Teams (MVTs) comprise another type of assistance. Here,foreign and domestic volunteers serve side by side under a multi-national arrangement andunder somewhat more equal conditions than the bi-lateral assignments as volunteer trainers.The idea of MVTs was developed by the ISVS Directors' Conferences of Foreign VolunteerServices and was envisaged as a testing ground for new ways of cooperation, especially in thelight of the establishment of the United Nations Volunteers. Two examples concern the cooperation between Foreign and Domestic Development Services in MVTs in Panama and Chile. 

The MVT in Panama was established in 1971 at the request of DIGEDECOM, the CommunityDevelopment Department under the auspices of which the Panamanian National VolunteerService (SNV) operated. The purpose was 145 : " . . to secure the services of a multi-national group of volunteers to work in selected agrarian reform settlement projects with volunteers
from Panama's National Volunteer Service in a joint effort to promote community centeredand directed economic and social institutions and to strengthen the National Volunteer Serviceof Panama." In other words, community organizing and mobilization for development participation was desired in rural areas where agrarian reform had recently helped poor farmers toget settled. Twelve foreign volunteers from Austria, Chile, Costa Rica, Germany, Ireland andUSA, and seven Panamanian domestic volunteers participated in two MVTs, each assigned toone community. With one exception-all volunteers-were requested to meet technical skillspecializations in areas such as: various fields of agriculture, cooperatives, home economics,
nursing, family planning, adult education 
 and youth work. The exception was a generalist,

requested for literacy and general community organizing.
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The team was coordinated by ISVS. SNV provided both MVTs with four weeks of in-countrytraining. Volunteers from Austria, Germany and USA were contracted, and paid by theirForeign Volunteer Services with the regular conditions for allowances, etc. Volunteers fromChile, Costa Rica and Ireland were sent by their DDS' which could not afford the costs of bothinternational travel and in-country support. Therefore, ISVS supplementedthe volunteers were these costs, andpaid through DIGEDECOMwere as the project agency. Panamanian volunteersassigned and paid by SNV. Thus, while volunteers served under equal work conditionsand received similar housing, their level of allowances and other social security conditionsdiffered. As it turned out, the regularity in monthly payment also differed-those paid throughDIGEDECOM did not always receive their allowances on time. 
In the summer of 1971, major difficulties terminated one MVT:
 

* 
 lack of intra-group communication; the volunteers had difficulty asking each
other for help or in meeting each other's needs;
 

* 
 lack of work: volunteers did not receive the materials or equipment neededfor their work and-as specialists-were unable to organize their communitywork despite the lack of supporting structures. An exception was the volunteer specializing in cooperatives who was able to develop local support; 
* lack of cooperation from other governmental agencies working in the samecommunity which feared the volunteers' competition (many volunteers weremore highly qualified than local governmental officials). 

While some of the dissatisfied volunteers resigned later in the year, others were transferred tothe continuing MVT in the other community. Here, similar intra-group difficulties occurred atfirst. However, there was a lot of work to do and volunteers had no time to dwell on theirinternal difficulties. The major aid within this group came from the generalist, who devotedhis time to community conscientization through improving, functional literacy, along themethodology of Paulo Freire, which
cultural center. This focus on 

resulted in regular community discussions in the localthe community integrated the more specialized volunteers intheir work efforts and gave direction for the intra-group relationships. Whether because of thebetter composition of the MVT that endured, and its communityfocus, or whether the officialswere more open minded-in any event, the cooperation from local functionaries contributed toits success. 

The major blow for the Panamanian MVT came from DIGEDECOM itself, when changes in thenational government resulted in changes of officials and policy in DIGEDECOM.1972, DIGEDECOM In the springwithdrew from its MVT contract and also decided to close its own SNV.It was, however, decided to continue the successful MVT according to schedule on the basis ofthe strong community and volunteer support. In negotiations with the Office of the President,the responsibility for the MVT was turned over to the National Institute of Culture and Sports(INCUDE) and their Movement of Panamian Youth. Earlier, in fact in the fall 1971, ISVS hadappointed an independent liaison officer on a part-time basis (hemanian NGO) was a director of aPanato conduct negotiations on behalf of the MVT and give volunteers guidancethrough the difficulties of changes. This appointment proved to be most valuable for the continuity of the project. The remaining MVT completed its term according to schedule in March1973. 

Another example is the MVT in Chile which lasted from June 1973 through June 1974. Itgrew out of a German DED bi-lateral experimental project with ONSEV, the Chilean DDS, 
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which had its start in 1971. The purpose was to participate in a wider rural development pru 
gram in the Los Lagos region in fields such as health, education, agriculture, technical training. 
Twenty foreign volunteers received a regular predeparture training from their sending organiza. 
tions, joined in a Latin American training in Colombia and finally came together with 20 
Chilean volunteers from ONSEV in a two-weeks in-country training in Chile. The 40 volunteers 
were then assigned to the technical development agencies throughout the region and were inte
grated into their programs. Foreign volunteers were assigned to the urban centers, whereas 
Chilean teams worked in rural areas. The development agencies did not receive preparation as 
"clients" of a volunteer service, and thus the effectiveness of volunteers varied. Even so, the 
satisfaction with the work accomplished was a major factor which carried through the many 
difficulties which occurred later on. The major drawback-in terms of multi-national intra
group experience was, of course, the fact that volunteers actually were not assigned in teams 
nor lived closely enough to develop essential overall team coherence. In the fall of 1973, the 
Allende government was overthrown, and in December, 1973 ONSEV was terminated. At that 
time, nine foreign and two domestic volunteers resigned from the MVT, while eleven foreigners 
and eighteen Chileans continued until termination. This occurred when on June 25, 1974, the 
Ministry of Foreigr Affairs of Chile denounced the agreement on the MVT. 

A third example-and the earliest for that matter-is the Inter-American Volunteer Team in the 
Dominicanian Republic which worked between 1967-1969 to introduce maize production as 
a cash crop into subsistence farming via 1100 demonstration projects in various regions. 
Initially 31 volunteers were recruited: 15 from Colombia, Costa Rica, El Salavador and Guate. 
mala and 16 domestic volunteers were paired in small teams (1 foreigner, 1 national) to each 
site. Later, a US Peace Corps volunteer was added. The project was requested and supervised 
by the Dominican Development Foundation and the Ministry of Agriculture and coordinated 
by ISVS. An ISVS consultant-seconded by the German DED-guided the initial establishment 
of the team and the implementation of work projects for eight months. The MVT was 
financially sponsored by the Latin American Development Foundation and the agricultural 
project received foreign contributions of seeds, fertilizer and pesticides. Thus, significant logis
tics problems were involved with the volunteers' work-a design feature lending itself to 
problems. At the end of the first year, in December 1967, the MVT was reduced to 8 
foreigners and 4 domestic volunteers, but the projects continued for a second year, this time 
with single assignments. The hope, that an Inter-American MVT might spark the establishment 
of a DDS in the Dominican Republic did not materialize. Apart from the significant logistics 
problems, the internal leadership was not prepared to meet all the requirements of volunteer 
support and guidance in the MVT. The establishment of an organizational unit with sufficient 
capacity to recruit and support both qualified staff and volunteers would have been necessary. 

From these MVT experiences-which were experiments ahead of their time-much can be 
learned for future cooperation among Development Services: 

* 	 The qualifications of both foreign and domestic volunteers did not pose 
problems for they were in accordance with the requests. It must be noted, 
however, that undue emphasis on technical specialization, and the inability 
to communicate broadly, and to organize community activities can pose a 
problem for both the intra-group relations and the volunteers' work in the 
community. 

9 	 In principle, the intra-group problems encountered within MVTs were not 
different from those experienced within bi-lateral assignments where volun
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teers from one nationality serve on one team in a foreign country. If the
intra-group relations in an MVT are positive-as was the case with the second
Panamanian team-the ease of cross cultural and cross national communica
tions tends to enhance the creativity of individuals and contributes to result
ing significant work performance. 

* Projects which were based in local communities fared best-even if supra
structures faltered and local officials from other governmental agencies did 
not cooperate. Also, the experience proved that projects with high material 
investments and resultant complex logistics should be avoided. 

* None of the MVTs worked well without good internal leadership and they

folded when the institutional structure was withdrawn. A solid and efficient

internal leadership and organizational structure is a precondition for success
ful cooperation between domestic and 
 foreign volunteers. It appears also

that-if the sponsorship or supervision of such teams becomes too complex

in terms of variety of partners and conditions-internal leaderships becomes
 
clouded and management efficiency is reduced.
 

* The bi-lateral approaches to multi-national projects created a number of
problems. Volunteers were subject to individual contracts by their sending

organizations and enjoyed 
 the same living allowances, social benefits,

vacation allowances, insurance, etc. as 
their colleagues in bi-lateral projects.

Equal treatment of their volunteers is, of course, a legal obligation of any

Foreign Volunteer Service. On 
 the other hand, this circumstance implied

that the members of a MVT received different allowances-and therefore had

unequal opportunities and often status. Primarily, the domestic volunteers
 
worked on the shorter end of the scale. Even though in some instances the

highly paid foreign volunteers voluntarily agreed to a somewhat reduced

pay-salaries were never 
equal and always were an issue. The least problems
 
were reported from Chile but probably not because of greater insight or

tolerance but because foreign volunteers were assigned to urban centers and
 
the Chileans worked in rural areas. They did not meet on a day to day basis.
It appears that the differences in living allowances which, according to an
 
ISVS evaluation9 7 , are not only 
 related to legal provisions and livinn
 
standard considerations, but also express service philosophy, create problems

that are difficult to resolve. They comprise one reason why cooperation

between Foreign and Domestic Development Services has not progres-sed

faster.
 

Another issue was the occasional misuse of the MVT for internal political 
purposes, party politics or election campaigns. It became clear that the

hosting institution which provides the internal leadership must guarantee 
a

sailing free of internal politics if multi-national cooperation is to succeed.
 

Finally, the one-way assignments of foreign volunteers to a DDS-even on
 
almost equal terms-still retained certain characteristics of a "giver: receiver"

relationship. This became manifest not so much in the volunteer qualifica
tions, but in the difference in pay, assignment security and the lack of
reciprocity. While the foreigner enjoyed the challenge that was gained from 
the assignment in a foreign culture and nation, the domestic volunteer had 
no prospect to anticipate a comparable experience. 
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A few examples where cooperation among Development Services occurred on equal terms, and 
with some reciprocity of service opportunities will be discussed in Chapter 12 since they 
represent instances of pa.tnership-cooperation as defined in this study. 

Third, the perception of foreign volunteers on the part of the people in host countries is an 
important factor for both foreign assistance and partnership-cooperation relationships. The 
following views were expressed in various statements from DDS' and in individual interviews: 

" 	 Foreign volunteers are well appreciated for their technical expertise; they 
help to fill technical skill gaps not available in nationals. They should serve in 
areas where there is no other aid available. 

" 	 Technical assistance by foreign voluntears is still needed for technical skill 
training and employment-oriented support like the settlement of former 
volunteers in small farms and trades by the Benin Clubs 4-D. 

* 	 Surprisingly, a significant number of respondents felt that performing 
Development Senice instead of military service was one of the main reasons 
why foreign volunteers elect to go abroad (see Chapter 7 on this issue). 

* 	 Some services indicated that they have decided "to put off cooperation with 
outside bodies for the foreseeable future",- some let it be known that the 
presence of foreign volunteers interfered with setting up and developing their 
own domestic service. All of the services preferring "no cooperation", belong 
either in the group of Study Services (Nigeria, Columbia) or Social and 
Technical Development Services (Indonesia, earlier; Thailand). 

* 	 Foreign volunteers shculd not compete with nationals for jobs either within 
a DDS nor within those areas where educated national volunteers can serve; 
consequently: 

- Malaysia feels it will have no need for foreign volunteers by 1978-1980; 

- Kenya expects that sufficient national skills will be available by 1982; and 

- Indonesia (BUTSI) has indicated that it has too many unemployed, 
educated young people and cannot afford to receive foreign volunteers, 
except in small numbers in joint community development projects with 
domestic volunteer forces and under equal term conditions. 

In summary, most foresee a gradually diminishing technical assistance role for volunteers in the 
future. 

* 	 To the question, what other future cooperation could be envisaged between 
foreign and domestic volunteers, the following suggestions were made 
(quotes are from interviews); 

- "complement each others' technical skills, fill those that national volun
teers do not have," 
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- "exchange of ideas, communication,- learning foreign language, languagecommunication essential for people working together,-" 

- "share ideas and learn from each other new skills and techniques,;" 

- "interregional youth exchange or general youth exchange," 

"help foreign volunteers to learn to work with our y'ith," 

- "share ideas how to work and promote understanding"

- "foreign volunteers can serve as 'challengers" but only if they serve under 
same conditions. must be integrated in future;" 

- "not between foreign and domestic volunteers but exchange of staff", 

- the number of foreign volunteers should be in reasonable proportion tothe number of domestic volunteers and should not overwhelm them; 

- it is preferred to receive foreign volunteers at home-domestic development services need strengthening and expanding-than to send domesticvolunteers abroad; the fear of "brain-drain" is very apparent because of
the disproportionate high pay volunteers receive abroad. 

Similar opinions are expressed even more clearly in
"Localizin 9 
the study of Philip M. Mbithi, on
Youth Volunteer Development Service in Kenya" 7 6 . Mr. Mbithi reports from
interviews with university students and KNYS and KVDA volunteers: "Pressed to be specific
about the role of the international volunteer. . . the youth expressed the following: (a) dissatisfaction with the one way traffic of youth from Europe and America to Africa without
reciprocal Africa to Europe programs. The youth argued that the Euro-American youth volunteer does not qualify as an expert and normally gains more 
from the contact established herethan the local people. Thus international youth volunteer service should be seen as a character
development, educational program 
and an exercise in friendly international relationships. Inthis context then African youth should be invited to Europe and America just as Africa invites
European and American 
 youth to come to Africa. This assumes that in welcoming Euro-American youth volunteers, we are not importing technical aid or rare talents but Euro-

American presetice. " 

Thus, the foreign volunteer presence overall iswell perceived and future relationships point toan emphasis on the joint experience of learning and growth, and the reciprocity of serviceOpportunity. It is believed, that the direction someNations Volunteers follow-to emphasize 
Foreign Volunteer Services and the Unitedthe development worker role or the junior experttype technical assistance assignment-is not oriented towardtheir partners the future and the interests ofn developing ,ountries. A diminishing technical assistance role is not the end ofForeign Volunteer Services-their original mandate and their capabilities are broader and theyare able as institutions to change their programs to new needs and conditions. 
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Fourth, host perceptions of Foreign Volunteer Services as Institutions were critical:* Those services with
ministration a highly structured and institutionalized overseashost COuntry. 

are often perceived as too independent in their operations in the
ad-Their presumed links with the national foreign assistancepolicy of the sending country was disliked.The representatives of foreign volunteer services, including their staff, "are 

not conceived as too effective; they deal too much withhierarchy in the host government. These host government officials at the top 

the politicalare often Political appointees who want to satisfy their political ambitions at 
local peoples' and governments' expense" (quote from an interview).The United Nations Volunteers are not considered different from the bi
lateral services and presently do not attract the cooperation of DDS. They 
request too highly specialized technical skills which are needed at home, and 
their living allowance is far too high in comparison with professional salaries 
paid in most Third World countries. UNV has a disadvantage in comparison 
with bilateral services: their recruitment through the bilateral overseas volun
teer services combined with the complex bureaucracy involved in coordinat. 
ing UNV projects between the various U.N. agencies, results in much paper
work and delay but no better "product", i.e.,volunteer or better volunteer projects, 

better qualified foreign 
A number of DDS'
foreign volunteers on 

feel that an efficient body for planning and coordinatingthe receiving side is neci'ssary before auseful coopera. 
tion can be established between foreign and domestic volunteers. 

Thus, a low institutional profile of Foreign Volunteer Services in the host country isnot only 

important for efficient managementChapters 7 and 10 indicated-it largely 
and effective citizens' mobilization-as the analyses inaffects the potentialDomestic Development Services. 

for future cooperation with 

In sum, the past assistance to DDS'things:. i a r vd d 
through foreign volunteer assignments has achieved threeI it has provided t c nc l 5 il~ r m rltechnical skills-primarilySchemes-to solidify the DDS' 

in Training and Employmentwhen no nationals of equivalent capabilitywere available; 
2. it has provided a testing round and experience for cooperation among 

foreign and domestic volunteers of about equal skill background and/or overall qualification;
3. it has identified the common ground among various categories of Develop. 

ment Services and clarified the problems and conditions for future coopera
tion among both Domesticresulting Developmentin a measure of and Foreign Volunteer Servicesprogress which goes beyond mererelationships. assistance 
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5. PROVISION OF SERVICES: STAFF TRAINING AND EXCHANGE 
The development of capable staff is a major problem of all Development Services-andespecially those in developing countries. The analyses in Chapters 4 through 7 indicate thatthere are differences in degree and emphasis ongories of services, the staffing problem among the various catebut they all concern questions of recruitment or supply, qualifications,career security and promotion. While matters of sufficient staff positions, open recruitment orsecondment of civil servants, and the development of staff careers pose questions of internalstructure and organization, staff qualifications can be aided through outside assistance. 

First, major sponsors of Staff Training Assistance in the past were the government of Israel andISVS. 

The Israeli support for staff development shown earlier, is an integral part of their expert 
asassistance to Training and Employment Schemes. Staff training was conducted eitherin the service receiving expert assistance, or in n-house,Israel at special training sites such as at theMount Carmel International Training Center. 

As early as 1964, a guide for "An Instructor Course for Youth Leadership" was developed forin-house training at the Kenya National Youth Service. A later 1969 "TheGuide" emphasized staff preparation Young Instructor's
demonstrate 20%, practice 

as trainers for experience based learning: "explain 10%,70%" These guides are typical for a morement within specific staff developthe closed environment of a National Youth Service and have been applied inmost &.istancecases. 
At the Mount Carmel International Training Centre for Community Services, the aim of thethree months' courses is the development of skills, knowledge and insight into broader issuesof community development, and preparation for assignment as:
workers, extension workers, as 

rural community development
teachers in adult education or community workers concernedwith functional literacy. Staff from DDS, attending these courses, are part of a larger group ofParticipants from different assignments. The course program includes training of relevant technical skills and is followed by 4-6 weeks of field work. 
As all training iscommunity-oriented, participating staff receives abroader knowledge and skillbasis for their DDS assignment and in fact all development work, while they may miss acquiring specific skills to manage certain aspects of a service. 

ISVS organized Regional and Sub-regional Training Seminars for multinational groups of stafffrom Domestic Development Services always in co-sponsorship with the host country and
often joined by UNICEF. The purpose was to acquaint current and potential staff with alternative approaches to DDS schemes and also prepare them for planning and managementfunctions. 

Training seminars were carried out for English speaking African countries in Kenya (1971)IfnBotswana (1973); for French and
(1973); speaking African countries in Ivory Coastfor Asian countries in cooperation with UNICEF 

(1972), Senegal
and ECAFE in the Philippines 
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(1975); and for Latin American countries in Panama (in cooperation with UNICEF, 1970) in 
Chile (1971 and 1972), and in Colombia (1973). 

The training lasted primarily four weeks and the curriculum included principles of adult educa. 
tion, group dynamics, literacy, vocational and community development, DDS management and 
administration. Periods were set aside for field practice in conducting self-supporting com
munity oriented projects. The Chile 1972 seminar departed somewhat from this format: this 
included a three month on-the-job training conducted in cooperation with ONSEV, the 
Chilean DDS. In all cases-but to a varying degree-the participants were able to provide their 
own inputs into the curriculum or to introduce new issues according to their needs. Regularly, 
at the close of the seminar, ISVS conducted a feed-back session of participants to ascertain the 
critique and comments on all aspects of the course. Also, in three cases (Kenya 1971; Ivory 
Coast 1972, Philippines 1973) a follow-up evaluation, after four to six months had passed, 
gave further indication of the impact of the training. Listed below are some major results of 
this feedback which is based on a questionnaire and should be of interest to those planning 
similar training on an international level. The feedback from the Ivory Coast training is pub. 
lished in the "ISVS FLASH", December 1973. More details on the sources can be obiained 
from the reports published after each training program. (See list in Appendix B-2.) Reports 
may now be obtained from the United Naions Volunteers. These are the major results: 

The selection of participants who can make the most use of the training is 
crucial. Selection is primarily in the hands of the delegating government and 
an international organization, like ISVS, has little influence on the decision. 
Essential are: detailed information long in advance, follow-up information at 
intervals and-most important-visits by training planners with the authori
ties and potential participants to ensure appropriate preparation and delega
tion of duties. The more these regional training seminars became known as a 
category of assistance, the more evident became the selection of relevant 
participants. A constant question related to participants, is how long they 
will remain in an DDS assignment so that feedback of training results to 
service organization is ensured. No organizer of international seminars can 
influence this situation: there are only two propositions to justify continua
tion of such seminars irrespective of where participants may be assigned 
afterwards: (a) that the staff participants have an opportunity to feed back 
the training results to the DDS institution before they change assignments, 
and (b) that raising the qualifications of staff involved in development work 
is of value in itself, irrespective of where they may be assigned later on. 
Responses from the seminar in Ivory Coast (84% of participants) indicated 
that 18 weeks later-80% of the responders had "been able to apply in a 
more or less concrete way what they learned during the seminar". 20% 
indicated, they expect to use their new knowledge. 56% of the respondents 
already had applied what they learned in their regular jobs. 

The country hosting the seminar must be decisively involved in the prepara
tion and the conduct of the program. Again the role of the internal leader
ship iscrucial for the overall seminar-even if it is international-and especial
ly for the community field work of participants. There are advantages, how
ever, for an outside professional to direct the training program-outside can 
mean not only from another institution or country, but also from another 
region. As an outsider, the training director isan additional asset to mobilize 
participants-provided he has the professional qualifications to do so. 
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" The training program itself was of value for parti:ipants because it enabled 
exchange of experience. The airing of knowledge and experience participants
gained with DDS at the start of the course was crucial to establish a basis for 
communication and later learning. For many participants, who operated on 
the second or third employment level in their DDS, it was the first oppor
tunity to meet colleagues from other countries and services, to learn of 
common problems and find support in common experience. The curriculum 
emphasis on certain management and social development concepts (such as
project preparation on the basis of rural community analysis) and on opera
tional procedure (such as how to select, place and train a volunteer, how to 
evaluate projects) was favored as a necessary "mixed bag" of topics for first 
training periods. 

* For further programs, the participants suggested: (a) continuation of 
management-oriented training seminars addressing broader audiences so that 
others might benefit from it, (b) special issue seminars so that more time 
might be devoted to special aspects of DDS operations, and (c) exchange of 
staff between services. 

The problems and shortcomings of these training seminars-apart from participant selection
were primarily related to the unsecure funding basis, resulting in lack of long-term planning,
problems with in-depth preparation, and lack of both professional and administrative staffing.
At best funding was small: ISVS was able to set aside only a meager portion of its regilar bud
get for the purpose. The majority of funds had to be raised on the basis of individudl project
proposals to governmental, private or UN co-sponsors. It should be noted however, that
significant professional training contributions from both the host country and outsiders were
donated on a voluntary basis. Between 1971-1973, twelve experts served as training directors 
and program support staff for periods ranging from thiee weeks to two months. Training siteswere always provided by host governments without cost; lecturers volunteered their time and 
host country and ISVS staff were provided free of charge. Most funds were expended for travelgrants to participants from developing countries and pay for their room and board at the 
training site. If outside professional consultants were hired for a longer period to direct thetraining, an honorarium was paid for their services. Thus, most of the training funds went fordirect investment in the expansion of knowledge without portions being lost in administrative 
overhead.
 

There is no doubt, that ISVS broke new ground with these international staff training seminars 
at a time when many DDS had no internal resources to provide necessary knowledge and skill
inputs to implement and institutionalize their services. Also, the importance of meeting 
culleagues from other countries and receiving outside assessment of performance, should not
be underestimated for the progress of learning and personal growth. By conducting these train
ing seminars around the globe, and following them up with more analytical type sessions in 
issue seminars, a common understanding and body of knowledge gradually developedwasWhich is still slowly advancing a profile of a "state of the art" in its own right. Thus, the 
Participants, at both th3 training seminars and issue sessions, were not only "receivers" butalso "givers"-on equal footing with the sponsors of such meetings-and helped shape the
eventual assistance that was rendered. Indications that the training seminars together with 
Conferences of regional directors and the issue seminars were the major mode to develop thisbody of knowledge are: the evolvement of a common terminology, the existence of large over
laPping areas of common concepts, organizational design and program features, and the 
emergence of specific profiles of Development Services that are operating today. If nothing 
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else, these seminars have achieved ties among different national organizations around the glob 

family-irrespective of cultural or political 
and have created an awareness of belonging to one 

differences among their nations. 

to support Develop.
mode that ISVS created and tested

is anotherSecond Staff Internships 
1964, ISVS arranged what was then called staff exchange between 

ment Services. As early as never went very far. It
 

European Foreign Volunteer Services and the US Peace Corps, but it 


in form of staff travel and consultation to exchange experience, learn other
 
materialized more 
methods, look for better materials. 

1973, during various staff training seminars. The 
revived again sometime in

The idea was 
later called the internship programme, was to provide working
 

of Staff Exchange,
purpose 

experience in a Developm rnt Service of another country in order to learn through immersion
 

1974 states: "For
 
in a related institution in another culture. The ISVS policy paper of May 


this approach to be successful, it is imperative that the visiting staff member be integrated to as 

extent as possible into the activities of the host organization, preferably at a level
 

great an 

similar to his level in his own organization. " 

Until June 1973, ISVS received requests for assistance in staff internships from: 

New Zealand Volunteers with the Company of Young Canadians 
* 

Indonesia" 	 Nepal Study-Service with BUTSI, 

Lesotho Youth Service with Malawi Young Pioneers 
" 

Jordan Youth Coordinating Board with the Philippine DDS Board 
" 

Ivory Coast with Mouvement Social,
le Developpment,• 	Volontaires pour 


Lebanon
 

Hong Kong Association of Volunteers for Service with CSV, UK 
• 


Jamaica National Volunteer Service with Singapore People's Association 
" 

Servicio Nacional de Voluntarios, Dominican Republic with ONSEV, Chile 
• 


Nacional dewith MovimientoColombiaUniversitarios,* 	 Campanientos 

Servicio Voluntario, El Salvador
 

Associacion de Voluntarios Chilenos with PP, Venezuela 
• 


or 3 months. Because of lack of funding 
was planned for 2 

The duration of the internships 


only two materialized in 1973 for periods of one month each:
 

from the Community Volunteers in New Zealand to CYC in Canada, and 
• 


from the AVS in Hong Kong to CYC in Canada.
* 

a four months' internship for one 
in 1974 received

Young Canadians also
The 	Company of 

person from Zaire. The plan included a 1 month introduction and study at CYC headquarters, 
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1 month field travel and interviews in Quebec, 1 month field work on his own, 1 month 
evaluation at headquarters. This internship was discontinued after two weeks field travel. 

It appears that the New Zealand internship was especially successful and an exchange from
CYC to New Zealand was in planning when CYC was terminated. 

The general experiences of CYC, however, are not encouraging. Staff internships, if conducted
properly take away a significant amount of time from the limited service manpower. An inte
gration at the same level was not possible as the lack of internal knowledge did not enable the
foreign staff to fill a slot. And finally, the receiving institution had no hand in the selection of
the person they were to accept, and the interests of the intern were not consonant with what 
the organization could offer. 

From the brief actual internship operations, plus the earlier experience of ISVS during the
1960's, it appears that an assistance program via staff exchange or internships encounters too many obstacles and is too costly in comparison to the knowledge and experience that may be 
gained. 

Adifferent matter are the short-term travel scholarships arranged for some directors of DDS to
visit with colleagues of similar conditioned organizations. It seems that assistance for visiting
consultations-of directors or senior staff-has a greater prospect of providing an early pay-off.
It isbelieved that this assistance which, for example was provided by ISVS to Dr. Napitupulu
when BUTSI was in its stage of formation, helped him to obtain an overview of what was going
on in other countries and probably aided him in arriving at subsequent decisions. If this notion
iscorrect then this travel scholarship was worthwhile because BUTSI has become one of the 
most remarkeable examples of a DDS. 

This concludes the discussion of foreign assistance modes applied to Domestic Development
Services in developing countries. They have been of broad range, at times inconsistent, and atcertain junctures extremely important for the growth and consolidation of DDS. The assess
ment gave answers to the earlier questions of the What, When, Where,Who and How of foreign
assistance to the DDS in project countries. It also indicated achievements and failures and 
promising directions for future relationships. 

Three perceptions conveyed through the interviews should be borne in mind: 

" 	 Foreigners have greater faith than do nationals in foreign assistance. 

" 	 Foreigners are inclined to National Development Plans whereas nationals 
indicate preference for local community planning. 

" 	 Foreigners have greater expectations from technical and management invest
ments in development projects than do nationals who emphasize moral 
leadership. 

These Perceptions indicate contrasting approaches which in each case must be bridged. 
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ing countries 
This evaluation stdrted from the assumption, that Domestic Development Services in 

are effective instruments to mobilize citizens for development Partici 
dthat foreign assistance to them would guarantee that aid isreceived by the people who need it 

develop)and the discussion of major issues in Chapters 8 through 10, confirmed the first basic notion. 

without much loss and delay. The analyses of Developmentwith certain qualifications: Services inChapters 4 through 7local level, DDS
but they haveassistance to a far greaterthem per se can 

are indeed a mode for direct development participationpotential than at theonly if the "giver" satisfy a "giver" is currently realized.and the "receiver" Thus, foreignthat the aid proceeds in the right direction, butaim at developing this potential, can the additional out. 

side resources effectively be employed to raise the level of development 
participation. 

WHAT THEN ARE THE ELEMENTS OF EFFECTIVE1. FOREIGN ASSISTANCE TO DDS? 
The need for foreign assistance is determined, first of all, by the causes which established 

the DDS. They describe target groups and their needs of coverage and service volume.
development of a D D S: preparation 

Second, the need for foreign assistance isdetermined by the internal stage of institutionaltake-off stage until self-maintenance for establishment, possible "noand expansion. cooperation" in a 
is secured, resumption during stages of consolidation 

Third, the need for foreign assistance isaquestion of national Policy. All 
three components must be taken into account.2. The content of assistance is, of course, related to the ongoing or planned program of a 

the folowing 

respects:
DDS. It is here that major attention should be paid to support the potential of DDS' in 

simple filling of skill gaps is insufficient. 

that volunteer training is conducted to secure recurrent educational opPortunites. Athat training, Work programsoriented in terms and volunteer follow.up supporttation-experience are employment.
of skills, organization and funding of self-employment 

implemen.* that volunteer work 

based employment preparation in work programs is insufficient;in local communities is Conductedrevolves around action-planning and community organizing 
under internal leadirship

modernizing developm ent processes and adheresis insufficient. adhner to set
Participation3. The modes of foreign assistance differ in their effectiveness and depend onstances of both the "giving" the circum. 

identified: and "receiving" partner. The following trends have been
DDS' until 
Financial assistance is most helpful: (a) to enable preparation and take-off of new 

the success resources, of the implementation 
phase attractswith the 

(b) to enable expansion of geographical sufficient nationalnecessary consolidation and populationof the organization, and 
coverage alongquality of program-such (c) toas certified training. 

permit another 
Short-term expert assistance476 partners, primarily 

will be increasingly desirable among equally strong
for program evaluation, planning purposes and idea generation; 

http:follow.up


Foreign Assistance To Domestic Development Sen'ices 

long-term expert assignments will diminish as national staff capabilitiesdeveloped. are 

Long-term foreign volunteer assistance, primarily in a technical trainer capacity, will
be needed for some time to come by'a limited number of Training and EmploymentSchemes which have not yet been able to develop sufficient national staff capabilities. The overall indications are that the foreign assistance needs for outside volunteers diminish fast, while new interests of cooperation with emphasis on jointlearning and experience exchange, especially with Study-Services and Sociai andTechnical Development Services, increase.
 

* 
 Staff training assistance on a regional or sub-regional basis has been most helpful inthe past, but-since the termination of ISVS-no institutional basis isavailable to ful
fill this task. However, since staff development primarily requires national resourcesand provisions, and as an increasing number of qualified nationals becomes available,the need for regional training will diminish a'~d shift to joint considerations of issuesand ideas. 

" Issue and idea seminars, as mutual assistance, are of increasing importance for bothDDS and Foreign Volunteer Services, and in all regions in the world, to furtherdevelop the conceptual basis of Development Services and improve the effectivenessof operations. 
4. The sources of foreign assistance, the "givers",as a specific "receiver" differ in the attention they pay to a DDSnon-specific approach, and subordinate aid to DDS' in larger social assistance programs. 

in its own right. In general, governments and UN agencies use aConsequently, their contributions are often less dovetailed to the specific need of a DDS. 
In recent years, institutions like UNDP or ILO have sought the advice of experts who had
previous Development Service experience, and since 1974, all UN agency assistance toDDS issupposed to be guided by the advice of UNV. 
The governments of Canada, Norway and Sweden, and UNICEF use a different approach:and involved 
they provide their assistance to DDS largely through voluntary agencies, knowledgeablein the field. AIDapproach 8 in the United States. These now is consideringforeign assistance a similarinstitutions found that channeling their aid
through voluntary agencies is most effective because it reaches local people in need directly and with a minitnum of loss in administrative costs and in time. 
Primarily, DDS in industrialized countries, and secondly, Foreign Volunteer Services are 
best suited for an outsider role to DDS'
"receivers", in developing countries. They are closest to the
their approach is subtle and they have a clearer understanding of operational
needs of their partners. The reasons for this closeness is,of course, that bothreceivers" belong to the same givers andfamily and "state of the art": their causes for establish.
ment largely overlap, their objectives are consequently compatible, and they have devel
oped similar response mechanisms in design and operations. Working through Develop.
ment Services to help DDS' in developing countries presents an assistance approach which
deserves more attention and expansion.

The organization of foreign assistance determines its mobilization effect in terms of permitting or inviting citizens to participate in development. Foreign assistance, as a "giver: 
receiver" relationship has a built-in mobilization problem due to lack of control of the
 
assets: the human manpower, the funds, the upward mobility, the creation of new norms/
attitudes. Organization of foreign assistance must help to overcome, or to minimizethese built-in barriers to development participation along these lines: 
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perceive transfer of knowledge and skills as preparation for take-off of communit 

participation. 

* work under internal leadership and develop new sub-elites,
 
* 
 build intra-community units/organizations to take up responsibility for development

projects,
 
plan at take-off for turn-over of responsibilities to community organizations, i.e.the complete internal control of assets, including foreign aid, to achieve this higherlevel of mobilization and ensure continuity, 

* realize that organization of foreign assistance should enhance the social value ofmobilization, that is help attain the satisfaction and self-maintenancP, of basic needs,by avoiding one-way dependencies and thus create access to self-realization.
Finally, in order to achieve development particip;tion in a broader sense-meet social values as Maslow describes them 74 -foreign assistancerelationship to one that enables growth 

must reform itself from a "giver:receiver"as equal partners who both give and receive. These, of
course, are the conditions described today as interdependence and self-reliance. 
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9 TOWARD PARTNERSHIP-COOPERATION 
AMONG DEVELOPMENT SERVICES 

This final Chapter ties together the previous analyses and turns attention to the future-to 
the prospects for growth into new relationships among Development Services from all regions
of the world. A two-track approach is applied: 

" earlier findings of this study are extended for the consideration of possible 
futures and 

" results from principal research by various experts are submitted to assess the 
study results in a larger context. 

A combination of both approaches will help avoid past experiences simply being extended into 
the future. Rather, it is hoped, that experience will be transposed into new channels because
there are new reasons for the evolving "state of the art" of Development Services. 

This Chapter will concentrate on the following issues: 

First, the three stages of interrelationships among Development Services which have been 
identified through this study are assessed in terms of institutional implications, mobilization of 
citizens, and cross-cultural communication and action. 

Second, a brief review of earlier partnership-cooperation examples describes a few traditional 
efforts, and some more recent attempts. 

Third, the discussion of new causes and needs for partnership-cooperation, the resulting
objectives, elements and outlines for action, all point a direction to develop these new forms of 
relationships on a broad scale. 
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THE THREE STAGES OF INTERRELATIONSHIPS 
Interrelationships between Development Services can be viewed from various principal aspects.First, the institutional aspects, their similarities and differences came to light in the assessmentin Chapters 4 through 7. It was found that their common or overlapping causes for existence,consequent objectives, organizational structure and program activities characterize them as one
"family", permitting classification into four categories of Development Services. This similar.ity of institutional nature-primarily the common or overlapping causes andconstitute one precondition for cooperation. 

objectives-

Second, the mobilization aspect of their interrelationships which enables, or initiates oreven prevents development participation, was analyzed in Chapters 10 and 11.
Finally, there 
Services 

is a third principal aspect from which interrelationships between Developmentcan be viewed; that of cross-cultural communication.personal relationships among domestic and foreign volunteers and staff, bear different qualitiesand are 
Some 

typical of the different stages of cooperation which are discussed in this Sub-Chapter. 

From this angle, the inter. 

recent studies provide an interesting insight in these inter-personal relationships. DavidMettee, in his paper on "Concepts of Attraction and Self-Imagetion and Education in a Multi-Cultural as They Affect Communica.Milieu" 8 expanded oncolleagues conducted in the United States, and he raised 
eariier research he and hiscultural communication in "When Differences Make 

further questions regarding inter. a Positive Difference"". These areprincipal points: his 

First, the concept of attraction and self'image-initially-perceives 
thecultural differences between people as primarily negative: the other differentperson-the outsider-is feared, disliked, mistrusted. The difference isassumed to mean danger, bad, unacceptable. When under such conditions theother different person appears to be "right"receiving the different person must be "wrong". 

then, consequently, those 
"right" outsider persists The initial perception of aas a "threat" to the personal identity, and createsconflict and uncertainty for those who perceive themselves as "wrong". 

Second, the abatement of this "tireat" is essential for any lastingmunication between people from different cultures. A process to reduce this 
com

"threat" starts when people from different cultures experience cooperationand interdependence. The fear, dislike and mistrust are gradually removedeven though conflict, uncertainty and "threat" occasionally recur. This isexactly the situation in foreign assistance with its "giver::ship wherein the foreigner still appears receiver" relation. 
national "wrong"-but to be "right"-and thereforeas they experience cooperation the 

the differencediminshes. 

Third, if the "threatening" aspect of the difference is further removed, theperception of this cultural difference isreversed: the other different person'spositive qualities appear, and the difference becomes non-"threatening"one's own toidentity. The removal of "threat"-or appearance-of dominancerequires three conditions according to Mettee: 
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- shared coping 

- equal status participation 

-Here, the relationships between culturally different persons become more 

common value resources.tween similar persons: they now reaffirm certainty attractive than bewhich enables growth and maturity-even
more so than within a group of culturally similar persons•
Carl R. Rogers in his study "On Becoming aPerson"
ing relationship from another angle, and also 

103 describes the characteristics of a help
sensitivity in the relationship that my behavior will not be perceivedas a threat?" He gives ten 

raises the question: "Can / act with sufficientconsiderations which should guide behavior to create helping relationships. Among them:h the most basic learning for anyone who hopes to establish any kind of 
helping relationship is that it is safe to be transparently real"* "Can I let myself experience Po0itive attitudes toward the other person...* can we learn that it is safe to care?""Can I be strong enough a person to be separate from others. can I letmyself go and accept him because I am not fearful of losing myself?"* "Can I permithim to be what he is ...
And Rogers concludes: ". 

can Igive him the freedom to be?"
growth of others as separate persons is a measure 


the degree to which / can create relationships which facilitate the
is this growth .which should come /the growth ihave achievabout through cross-cultural inaysetf" tconditions pointed out above. relationships undero t ... ,ough c ro t h rea chips un te threelfhI tIt is under these three aspects--the institutonal, mobilization and cross-cultural communication relations-that three stages of interrelationshipsa praised: among elopment Services areDeveopmetr ica 

1. No Cooperation 

2. Foreign Assistance 

3. Partnership-Cooperation. 

NO Cooperation 

TiS is a dormant relationship. The institutional commonalitiesirvces (DDS)traction among Domestic Development 
and the Foreign Volunteer Services (FV Services) exist, but they are not put in. 

They know of each other's existence, their directors or staff may attend the sameisnot attempted. This stage indicates a lower level of organizational mobilization, as the assets 
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of supra-unit cooperation-that is, of outside manpower or funds, for example,-are notbrought under internal control. This lack of mobilization of outside resources can also indicatethat the organizational efforts concentrate on bringing the internal assets-unier-contrLIn terms of Maslow's hierarchy of needs 74 , the organization's prime concern is the establishment of a framework of self-mainten3nce. 

Study materials and interviews from Indonesia, Nigeria, Thailand and European countries con.firm this purpose in phrases such as:
outside volunteers"-"Outside 

"'We must first come into our own before we can receivecooperation is premature at this*specific qualification stage"; and-with a moreof a "no cooperation" policy: "Outside volunteers or staff cannot bereceived when they operate under superior conditions". These positions reveal certain special.ties of the "no coopcration" stage: 

it is first of all due to an internal condition, th? prime desire of the service toestablish itself as an organization and self-maintain its existence 

it is conceived as a transitory stage, confirms that the dormant relationship 
can be activated 

it indicates the awareness that higher levels of organizational growth and selfrealization with the help of outside resources can only be achieved if theyare provided under conditions of equality and internal control. 

This stage, in which the organization is bent on self-maintenance according to the mobilizationtheory, calls for the internal control over necessary assets. In countries with diverse geographi.cal areas, many sub-cultures, tribes and languages, this stage is even more necessary-and mayrequire longer-to build a solid framework of self-maintenance. 

For example, BUTSI in 
work, expand into all 

Indonesia, required about five years to develop its institutional frameregions, and secure internal funding. BUTSIconceives its ,o also indicated that itcooperation stage as transitory, and expects to enter into cooperative relation.ships with other Development Services as soon as they can be arranged on an equal term basis,Recently, BUTSI has intensified its horizontal relations with other DDS in Asia, which meet
these conditions, to discuss various ways of inter-regional cooperation. 

The Nigerian National Youth Service Corps went 
through similar paces during its no cooperation stage and now indicates interest in parity cooperation. It should be noted that in both
cases outside expert advice was rendered in the preparation phases of the service. In the case of
BUTSI it continued at intervals during implementation-but the take-off of the organization,and its unfolding during the formative years, was accomplished solely under internal control.
This suggests that the three stages of interrelationships represent different levels of mobilization and communication, but are not necessarily passed through in sequence.
 

In terms of cross-cultural communication of people, the no cooperation stage indicates anegative perception of the foreign, culturally different, person. As no experience of collaboration and interdependence can be developed, the culturally different outside volunteer, as a 
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giver" Toward Partnership-Cooperation 
volunteer and staff are assigned in 

is viewed at this stage, as a "threat". In such situations, where traditionallySuperior "giver" roles 	 the Outsidemaintenance 
being "right" in the eyes of the domestic volunteer 

the apPearance of the outsider of 
within a DDS"wrong"-because A domestic volunteer,

or staff can hinder the achievement of self.participation, 	 or staff member,
of a "right" appearing outsider-can 	 who perceives himselfhis control over assets. 	

be paralyzedif the Outsider 
maintains 

in terms of development
giver"the Position and does not promptly transferThus, a no c.Olcetion stage of a DDS istion conditions offered 	

not only justified, but necessary, if the coopera. 
are inappropriate for internal mobilization to achieve the level of self-

Foreign Assistance
This stage is characterized 

analyzed in by the "giver:receiver"
Chapter 11. 	 relationshipIt is here that collaboration among Development
gradually 	 Services asepr ecdaremoved. The fearrehe ndy "threat", 	

between people of different cultures is ' ~~~~~itateperience negative that issthetheperceptions 3 	 erdptions 
dislike and distrustnegative Perceptioncdasof the raoledifference,acquaintance about each 

3n be reduced as Of cultural di f isother 	 the knowledge r n e sare 	false. They grows thatwith the cultural differencesOf are gradually replaced by Positive 
perception of the culturally different outsider 

others 
as 

It is also the stage, where the blown-upbeine "right"iscut down to accommodating 	 is reduced. Not only areremoved 	 fear 

and dislike diminished, but also the too strong image of the desirability of the foreigners' Ways
gradually as indicatedMettee points out, it 

size. It is the stage where the images from colonial timesin Chapter
is a relationship where conflict and frustration still exist, but the cultural 

"threat" 	
9 in the example cited 

can be 
is reduced, 	 of "Kenyanization,.andtheory underline the certainty about oneselfthis Point: development participationcan begin to grow.cannot The mobilizationgrow through foreign assist. 

bilities to the internal 


ante if the control of the assets remains in the hands of the "giver". Turning over the responsi.
 
Isattained, but the Positive experience with the culturally different begins. 
Mettee also Points 


leadership is the condition where not only a higher level of mobilization
out 	that there are 	conditionsOutsider-suchnhance smlrieas theis foreign volunteer-help 
where the presence of the non-comparablefor example, 


turaly d 
part of the nation-building


to enhance the positive aspects of similarity. TooS. 	 efforties 	 thattUchll pursue. 	 manydi,.si....r The 	 DDSl uch ,,coparison, . su, presence 	 in 
individual prsnwos 

against which thepesnwoiPro, .acts the fromof a foreignernegative provides a contrast image of a cul.
culturally,similar can be compared.comparative


Perons within his own 
feedback 


CGilture, from similar
helf'identification Thu,eps and beionging
more, bt 	

the presence of a foreigner canalso 
Further, Mettee suggests that cultural similarity has a doublehurts 

Work of foreign and domestic volunteers 	 enhance the Process ofmore. In socialin project communities-theereopresenceof 	
comparison situations-suchnoncomparableas the jointa culturally different 	 foreigner 

Protects a person from strong negative feedbaclk from his own comparable nationals. Here, the
evelswhich 	 person contributesindicates t0 the self-evaluationgrowth and belonging, 	 of comparable
0~ 	 a gainfreign andcen 	 in nationalstc(mn Services' expegando 	 identity.i the esu,e~

eriences, such conditions prevailed in some 
ccvesfuCae of the one Panamanian MVToassignments 

sworking side by side-but under unequal conaitionsin with-,tedfrom. 	 team, reported in Chapter(a) effective 	 localco .. 	 'i , reof the local community 
nbetween the foreign and urban Panamanian Volunteersin regular meetings and feedback. Unfortun. 
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ately, there are no data to indicate whether the presence of the foreigners and the urbanizedPanamanian assisted in furthering growth and belonging among the rural Panamanians. It is anotion which deserves further study for the continued assistance by foreign volunteers-and is
certainly important for partnership-cooperation. 

Edward C. Stewart, in his study on "American Cultural Patterns: A Cross-Cultural Perspec.tive" 1' 6 looks at the "giver's" situation. While at home there is certainty in how to act in any given situation, each simple act in a foreign culture requires planning and decision, "Thedeepest shook . 6 may come when he has penetrated into the world of work'" And Stewartquotes Useem 16; "Here he sees what looks like familiar bureaucratic structures and technological systems but the way they actually function is confusing. He meets people with professional training similar to his own but who do not always act in their work role as expectedyet he depends on them for getting the lob done." Frustration, of course, is the result-anduncertainty. Stewart explains: "When the strangeness of life in a foreIgn country leads to uncertainty, the indiv~dual's ov-n cu!ltural pattern intrudes with tentative interpretations to dispelthe ambiguity created by the unusual behavior of forcegners (tht is, the people in the foreigncountry). The individual is not likely to suspend ludgement and action until he fullyunderstands the strange ways, since his own assumptions, values and habits are seen as normalwhile he is likely to regard those of another culture as strange . . . In considering his owncultural assu.'mptions and values as natural, the adviser (or foreign volunteer) creates ono of the 
most stubborn obstacles to cross-cultural cooperation. " 

Thus, in u ,oreign assistance situation, both the "giver'' and the "receiver" act from a Positionof uncertainty-but with different consequences. While the "recerver" perceives the actions ofthe foreigner (growing from his uncertainty) as a "threat", the conviction of the foreigner
that his ways are "natu,-31", together with his actions to overcome uncertainty, appear co makehim "right". The premature judgement and action to overcome uncertainty on the part of theforeigner reinforces his appearance as dominant. This uncertainty also explains why foreigners
tend to cluster together in a host country--to reassure each other in their differentness. 

The uncertaint, of "giver" and "receiver", it appears, is at the core of the interpersonal relationships in foreign assistance until "threat" and "rightness" are removed and replaced by
understanding-that is, assuredness about each other's ways. 

Translated into foreign assistance relationships between, for example, Foreign VolunteerServices and the Training and Employment Schemes (the DDS they primarily serve) three 
patterns em;cgie: 

First, foreign volunteers tend to develop an easier cultural aquaintance with the domesticvolunteer-even though the foreigner is the trainer and the national the trainee. Their similarstatus within their own service organizations appears to create a "volunteer loyalty"-despitediffering levels of education--which enhances communication and understanding. On the
other hand, serving as trainers in a paternalistic society places FVs in a domineering position
from the outset which reinforces their being "right" 
 by status. As no interview feedback from
the trainees is available as to whether a "threatening" situation existed, it is possible to conceive that this "threat" between 
 the "giver" and the "receiver" is more real when both the
foreigner and the national work in similar assignments as the next pattern reveals.
 

Second, as volunteer trainers, foreign volunteers also can identify with the domestic trainersand their problems. At the same time, having the same work position but higher status (be
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cause of higher pay, access to superiors, cars) than the nationals, they can create uncertainty
and "threat" as some interviews from host country nationals indicate. Foreigners seem not to 
be aware of this "threat". 

Third, foreign volunteers tend to cluster within their own groups. This is reported from bothDDS and other foreign assistance project3, an indication that they need the reassurance ofcultural similarity to help balance their feeling of uncertainty. An interesting conflict is createdby the German DED's institutionalized volunteer participation in decision-making. As this process takes place in volunteer group sessions in host countries, it draws away the attention ofthe German volunteer from integration in the DDS he .erves as a trainer, and it reinforcesGerman cultural differentness. Thus, as commendable as these participation provisions are forthe high level of internal mobilization of the service, they maintain cultural enclaves in thehost country and tend to b2 counterproductive to the "threat" reducing process and thebuilding of confidence in each other. To overcome this barrier for cross-cultural cooperation.again the joint experience seems to be essential. In this case, some form of participation of thehost countries as partners in the German group sessions appears in the right direction. Whenthe exclusivity of the foreign volunteer group processes are removed, the certainty about eachother increases and enables a more fruitful cooperation. It is believed that the openess ofvolunteer group sessions is, in the long term, by far more helpful as it promotes the frankexchange of views-or critique-necessary for group processes. It appears that cultural certaintyand openess about each other's ways are two interrelated concepts which re-inforce each other. 

Partnership-Cooperation 

This stage is defined as an equal-term relationship. Mettee found that cultural differences turninto creative growth relationships when the prejudices regarding each other's differences are
further removed. Reduction of prejudice-it may be recalled-requires shared coping, equalstatus participation, and common value resources. Cooperation under such conditions, Mettee
and his colleagues found, reduces external "threat", 
removes uncertainty and leads to the discovery that the other cultural group is not intrinsically different. This discovery which Ashmore described as a 
"common humanity in the midst of difference" 8 1 , establishes the meaningful and creative linkage where cooperation and intercultural learning is experienced. 

Translated into the relationships among Development Services, partnership-cooperation is thendefined as: 

" joint work/service in development projects, 

* under equal terms, status and recinrocity of service conditions, and 

" on the basis of common causes. 
It is under such conditions that joint work between domestic and foreign volunteers enableslearning and growth more so than within a group of national volunteers. To be sure, whilethe development emphasis of work/service projects continues-only now jointly-the equalterm conditions among national and foreign volunteers and staff are the new requirements.
That is, the way volunteers relate to each other is changed. 
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Also, the common causes amongcooperation -have Development Services-asbeen clearly established in earlier Chapters. it is, therefore, the difference in 

a requirement for partnership.
terms and reciprocity of service opportunities which 
And, 

are the key to future interrelationships.to extend this thoughtcommon somewhat further: jointcauses provide the framework workunder partnershipcooperation for mutuality equal service conditions andconditions, The past foreign assistance helper role,is transformed to mutuality 
culturally different volunteers. This is the helping relationship Carl Rogers described earlier 103. 

a m towacile of helpingthisIsof amongenpa personalgrowth of others in relation to 
and while this is often painful it is a/so enriching" me, thenesrb ust grow,Thus, mutuality of learning or personal 
growth is the first step toward reciprocity of helping. 
materialization 
And finally, the conditions which make up a partnership-cooperationof a peaceful relationship.the foreign assistance volunteer It should be recalled 

represent a higher levelbetween partner•s was earlier defined that the peace related role ofand removes astunities. one which establishesIt is apparent a common truth 
the structural violence relatcd to unequal conditions and Oppor

that partnership-cooperation 
conditionsvolunteers amongcomes closer to this aim. 

culturally different 

they haveIn sum, these three stages of interrelationships areparticipation, intercultural communication, 
not just different types of cooperation; 

a different quality and represent a hierarchy of growth in international developmentand mutuality of helping and learning.
The no-cooperation 
appears stage provides theto be fewesta necessary Opportunities
assistance status at to realizerepresents this growth-but ita higher ievel 

certain junctures of institutional development. Foreignof cooperation withaffecting growth relationships. Partnership-cooperation both hindering andDevelopment Services describes an helping factorsparticipation which removes hindering interrelationship amongcommunication factors to achieve optimal development
and mutuality in global relations. Even though these three stages 

represent different qualities of cooperation, they are which stage an interrelationship
degree of internal control 

materializes depends 
not necessarily entered in sequence. Aton:a Development Service has over 

(a) policy priorities, and (b) theits assets that cansuch external relationships. be mobilized for 
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EARLIER EXAMPLES OF PARTNERSHIP-COOPERATION 

For the considerations in this study, only those earlier examples which were developmental incharacter and were carried out under work/service conditions are of relevance. They includeprograms which are intra-European or intra-Atlantic, that is to say, partnership-cooperationamong people from industrialized countries only, and a very few experiences of "North:
South" relationships. 

First, International Work Camp Organizations afford the most widely known example ofpartnership-cooperation among multi-cultural groups and under equal term relationships. TheService Civic International (SC), with international headquarters in Bern, Switzerland,conducted its first multi-national work camp in 1929 as a distinct peace effort to replacemilitary with civil service. Since then, SCI has established groups or branches in 22 countries,and has established effiliations with Development Services in 50 countries, for example theInternationa: Voluntary Service (IVS) in the UK, and the Weltfriedensdienst (World PeaceService) in Germany. All volunteers apply as individuals and are accepted if they concur withthe principles of SCI and are willing to live and work together under simple and equal conditions in grass-roots projects. However, with the international expansion ot SCI, all work campsturned into domestic efforts and only occasionally do single volunteers from another countryjoin those work camps. The affiliated organizations are often Foreign Volunteer Services, as isthe case with the above mentioned IVS and the World Peace Service, which serve in developingcountries under "giving" conditions of their sending organizations. Thus, as important as arethe SCI camps with their specific designation, through their expansion they have lost theirmulti-cultural dimension and/or their partnership-cooperation framework. They never fosteredcooperation between volunteer services-this was not the intent-but created SCI membershipgroups for the duration of the camp. Finally, they were-and are-elitist, involving only theeducated and those who can afford to volunteer time without or minimum recompense. 

Another work camp example is the International Jugendgemeinschaftsdienste (I.JGD, International Youth Service) in Germany. One of its founders, Dr. Dieter Danckwortt, in his book,"Erziehung zur internationalen Verstandigung" (Education for International Understanding),emphasizes the importance of learning international integration both in school and throughmany forms of youth work. IJGD ispart of this youth work, combining the educational aspectof intet-cultural learning with short-term work/service in community and reconstruction projects. IJGD places special emphasis on group dynamics as a methodology for inter-culturalgroup integration. Students from secondary schools and universities from all over Europe joinin camps conducted primarily in Germany for a period of 4 to 8 weeks. One "North:South"cooperation is reported, when five German volunteers joined in camps in Argentina and Venezuela with domestic volunteers to work in commundty development and social work assignments. These few assignments were arranged by the Latin American office of the CoordinatingCommittee for International Voluntary Service (CCIVS) in Paris, to which most work camp
organizations belong. 

Ecumenical Work Camps, coordinated by the World Council of Churches and carried out byrelated national camp organizations, are more global in design and often have multi-nationalgroups composed of "North" and "South" participants. They are primarily students, comefrom middle class family backgrounds and participate in camps during vacations. Here theemphasis is on aid to local communities-not necessarily church groups-to help relieve socialproblems and econornic shortcomings. Inter-cultural learning is not ignored-but it is con
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ceived as a function growing out of the multi-cultural environment rather than an intentionzeffort, as is the case with IJGD.The Kenya Volunteer Development AssociationCamps. (KVDA), grew outIt is now nondenominational of Ecumenical Workparticipation and a KenyanA KVDA information leaflet well describes the work camp idea: 

DDS with some "Northern ,
VOlunteet
"Voluntary development work camping is a great deal more 

of people building or repairing somethi" than just a groupteers 10 give something It pro'idesan Opportunity for Voun.by which reople can 
more tharf, money or skl/ed servicesexpress a concern it provides meansfor others in a 

through their investment of time and physical energy. It is living in 

very tangible wayn 
a COm. 

munity with people who need your help, learning to know and understandthe
Philip 

life and asp irationsofone another...M. Mbithi's ,,Study onKenya"76 "Localizingconfirms YouththPt KVDA Volunteer Developmental 
Service

to the question: "What do you think is voluntary work?" 
inpriority to: 

was able to mobilize these values in volunteers. In responsself-help, inter-tribal theand inter-racial KVDA volunteersmixing, and the example gave highest
educated students

set by working in manual projects. 

In sum, international work 
camps devoted 
 to development work to this day aremodes for inter-cultural importantthey cooperateorganizations. largely encounter and learning. Work camps have a firm common value basis; 
They within aare elitist in groups of sirilars-churchgrouphave equal status from Composition (students, organizations,

fore, the educated);SCs,all pacifistthe inter-cultural 
the outset; exposure to wider population ,nemberslearning process.during vacations, The short-term groups is limited and, theretoo hai-d, duration of work camps, primarily 

also reduces the exposure to inter-group conflicts and learning (if it comes 

the end is always in sight). Also, as multi-nationalrole toward the "receiving" community groups, they maintain a "giver"But one must add, if the example of KVAcan Stdnd 

for many work camps can achieve a large degree of local citizens' mobili-ai 
after the volunteers have left. The condition is, of course, that the community 

n 
leadership directs 

the camp and the community which continuesmaintains the projects after the volunteers have completed their 

work. The question is, whether these experiences can be transformed to a broader scope:* to non-elitist groups, including the poor and disadvantaged;* to long-term development work in loca! communities which reaches out intoall sectors of society;

to 
 a mutli-cultural compositon of groups whichvolunteers from different regions of the world. 

includes minorities and 

A second 
group of examples of partnership-cooperation
foreigners Participate in Study-Services are the instances, where individual
or Social and Technical Development Services because

they happen to be in the country.
 

al application and service by American 

Community service Volunteers in the UK are representative of the occasion.or European volunteers side by side 
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with CSVs in local projects and under the same conditions. They wereprimarily travelling students interested in such local experie ice. On occasion,it appeared, the foreigners were more interested in the room and board CSVprovided than in the program itself-which ended either in a learning on thepart of vie foreigner or a dissatisfied separation. 

University Year for ACTION (UYA) in the US reports that foreign studentsfrom both industrialized and developing countries, who are 	 enrolled inAmerican universities, quite frequently participate in this Study-Service.Foreign students apply-as do their American colleagues-at the designatedUYA office at their university and are placed under the same conditions fora one year full-time service in local community projects. They receive creditfor their community service (see also Compendium No. 20/3 in Volume II).This, one of the most promising examples of partnership-cooperation with aStudy-Service in an industrialized country, has not yet received the attentionit deserves. It opens up new opportunities for reciprocity of service by themany foreign students-especially from developing countries-to "give" in an 	 industrialized society where there is need for outside heip. An expansionof this "happening" to a program for partnership-cooperation among Study-
Services will be discussed later in this Chapter. 

" 	 Study-Services !n Ethiopia, Indonesia, Nepal and Thailand report the following policies concerning the participation of foreign volunteers: 

- In Nepal, foreign students have an obligation-equal to the nationals-to serve for one year full-time in rural communities as part of their 
academic requirements. 

-	 In Ethiopia, Indonesia and Thailand, foreign students have no 	serviceobligation but can volunteer their services under conditions that are onpar with the national student-volunteers. In the case of Ethiopia theseconditions may have changed recently as the overall Study-Servicefollows different national goals. Indonesia and Thailand have similarrules even though the Indonesian program is obligatory for the nationalstudents and the Thai Study-Service is a voluntary program for graduating 	students. No data are available as to the extent to whlch tiese 
options have been used. 

In both casps they are designed as partnership-cooperation between national and foreignVolunteers under equal terms. These provisions provide a nucleus for a broader based partner-Ship 	 with studerits from other regions-and possibly for reciprocity of service in industrialized countries as well. However, there are no 	reports to what extent these policies have been
tested in practice. 

A third example is the Volunteers To America (VTA) which was conducted in the 1960's by
Zhe Bureau of Educational and Cultural Affairs of the US Department of State. It was con-

Ceived as a "Peace Corps in reverse" primarily for volunteers from developing countries serving
In the US in schools and community development projects. VISTA was 	one of the prime 
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counterpart organizations and the foreigners joined American VISTAs in their regular projects.A 1969 guideline states the purpose of VTA as:"(1) To provide the United States with needed skills, experience and viewpoints.'2) To provide participants with experience 
countries' upon their return. 

that will be valuable in their own 

(3) To enhance mutual understanding of people, cultures and nations.(4) To promote the concept of voluntary service as an educational and develop.mental tool." 

Volunteers were expected to be between 21couples without children were 
and 30 years old, healthy, mostly single. Marriedacceptable if both wereof service was slightly more or compensating work experience of applicants should 

willing to serve as volunteers.Durationthan a year plus the training period. The educational backgroundEnglish was a requirement, and applicants preferably should not have been in the United States 

previously. 
meet the job requirements. Fluency inVolunteers should be committed
tion of their service in the US. 


to return to their home countries after cOmple.and selection, with the advice of US Embassy staff and support from Peace Corps volunteers 

Sending countries had responsibility for volunteer recruitmentserving in the country. Sending countries were expected to provide a predepature orientation 
at home and pay for the international travel of the volunteer. In the United States, a six weeks' 

multi-national 
and former Peace Corps volunteers, provided 

group training for VTAs from various countries, with cooperation from VISTAwork, cross-cultural and American studies and an 
technical instruction intoagency, such the future field ofa- VISTA or schools, were 

English language "brush-up".project site. Volunteers Each receivingwere assigned 
required to provide a one week introduction at theprograms, social as assistant teacherswork, Head Start, etc. or alongsideVolunteers received a VISTA 

VISTAs in povertyequivalent in cases where they were assigned to schools. The first week after arrival, the foreign 

VTAs living allowance or thelived with local familiesteachers, until suitable housing was arrangedallowances, training with VISTAs 
or with other local families. The Department of State paid for travel in the US, living 

fellow 
service. This program 

in the US, and health and accident insurance for the duration of their 
no doubt, wasfound successfulin educational, youth or 

and many of the former VTAsnow social work positions in their own 
can now be

countries. One of them ishas 
the Director of Youth in his home country in Africa and, building on 

introduced new forms of volunteer and development local traditions, heservice toprogram. his country's youth 

of the selected few compared 
to the were still a group
 

The problems of VTA were not related to the quality of the volunteers-who nor to selection of appropriate projects, orThe problem 
masses of young people who may have been interestedwas one to the commitment to returnof funding and organizational home after service.structure in the US.
within State's It was one program
budget, and with 

within the vast variety of State Department activities, funded by Congressional appropriationsfortunately, VTA no separate organizationalwas not made identity orabroad. constituency. Un-But here, or in VISTA, 
part of Peace Corps-which has authorization only to servefunding basis could 

a more appropriate organizational format andACTION, 
have been developed. Now, a morethe organizational that Peace Corps and VISTA 

secure 
frameworkreciprocity of service, and it is hoped that Congress can be persuaded that times have changed 

is-in principle-available are united in
to reintroduce such aand require new forms of tPai Inershi. 
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Volunteers To America was the only example where a program was functioning-ahead of itstime-which transformed the one-way "North:South" traffic of foreign volunteers to a two
way relationship. 

NEW CAUSES FOR A NEW ERA 

These earlier examples of partnership-cooperation, even though limited, are most importantfor current considerations. Their experience cannot be dismissed and should help to revamp
te past "giver: receiver" relationships with DDS in developing countries. 

However, it is primarily the change in scope, the complexity and acknowledgement of theemerging new global relationships which signal the entering upon a new era. That foreignvolunteers in an assistance capacity will be less and less needed is only a small indication thatforeign assistance as a response mechanism to development needs is coming to an end. The newglobal relationships are already emerging and they form the new causes or reasons whyDevelopment Services should continue and expand-but under new conditions. 

Interdependence and Self-Reliance 

The survival and security of the people on this globe is less and less in the hands of individualnations. Our current global conditions, and the direction we take, demand considerably en
hanced joint management of affairs among nations-which includes the respect for the need forself-reliant decision-making and action by developing countries. Interdependence and Self-
Reliance are a pair of global causes which cannot be separated, they affect all our lives. They
oemand new forms of action-with a broader scope, from all sectors of society, including
Development Services. 

During the past ten years, scientists from various disciplines and from all regions of the world
Studied these new relationships and the probable futures on our globe. Their findings havebeen published by Saul Mendlovitz as editor in: "On the Creation of a Just World Order" 7 8 
While the scientists differ largely on solutions, they agree on the underlying problems:
"Humankind faces five major problems.- war, poverty, social injustice, environmental decayand alienation." It is these five major problems which bind us together and give a special
interpretation to interdependence and self-reliance. 

The past years have demonstrated to all of us the limitations of this globe in terms of re
sources, environment, political power and personal affluence. The growing economic, technological, energy, monetary and communication interdependence requires more than new aid
Or trade contracts or international agreements between nations, as important as they are in
their limited realm. Interdependence requires-as Lester Brown puts it- "a world order inWhich conflict and competition among nations will be replaced with cooperation and a senseof Community, 1 7 In the same direction, experts point to the limitations of internationalrelations solely by foreign policy of nation states. Johan Galtung48 emphasizes the increasing
IMportance of non-territorial powers-"the sixth continent"-the international governmental,
nn-governmental and business organizations-to secure world peace and further true inter-Oependence where no party exploits the other. CarI-Friedrich von Weizsacker 1 25 in what heterms "a conservative approach" points to the need for a world government as a minimum 
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solution to enable the conduct of worldglobal problems. While 	
interior politics instead of foreign policiea new world order, 	 to suLor a world government, appear to be big PropLsitions and a long way from materialization, today's "Realpolitik" confirms his direction. rhe

United Nations gains increasingly in importance as a global regulatory agency, a gobetween in
conflicts, and as a foreign assistance negotiator in developing countries. The global discussions
to create a new economic world order, to change the terms of trade,
relief of the debt burden of deveioping countries and 
to find a modus for the
increase aid as a matter of economicjustice, to regulate the harvest from oceans and space exploration, limit strategic arms and protect the environment-all of these concerns are examples of the increasing role of theterritorial bodies. But progress isslow, and discussions involve only a limited number of people 

non.from a limited number of countries-the scientists, politicians, international officials and a fewcitizen groups directly concerned with these issues. There is no global awareness of theseproblems by the majority of people and many national officials not directly concerned withthese affairs. The majority of the population today is not awareare, they act as 	 of global needs-and if theyif they do not exist. There iscertainly a very limited awareness of the urgencyto prepare people for these increasingly global relationships. 
Interdependence from the point of view of an industrialized countryseries 	 wasof studies undertaken 	 the concern of aby the AspenStates. Abraham 	 Institute for Humanistic Studies inM. Sirkin, 	 the Unitedin his paper, "Living with Interdependence"113 spoke of thenecessary adjustments resulting from the world scarcity of energy and food, the environmentaldecay and the uneven distribution of income and growth. These are some of the adjustmentshe lists: 

* that we are no longer sufficient to ourselves... 

* that we will have to cooperate with others... 
* 
 that we cannot remain forever a rich island in a sea ofpoverty...
 
* 
 that our personal prospects of material advancement may be reduced... 
" that we no longer can afford waste of energy and resources...
 
* 
 that we will need to give greater attention to 'fair shares'at home...
 
" that 
we may have to accept some further limitation on our freedom ofaction... 

* 	 that limits on the material side of things may lead, oaradoxically, to someadvances in the quality of life... 
* 
 that we will be living increasingly with major uncertainties...
 
" that posterity-what we take or leave behind on our planet-has to enter intoall our calculations... 

" that our indices of growth should include minuses as well as pluses, andshould measure quality as well as quantity... "" 
And Sirkin speaks to all industrialized countries when he points to the question of leadershipand political will: "... to persuade the .. people to postpone satisfaction of its material 
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wants and to modify its 'consumerism' in favor of 'quality-of.life values will require courig,and imagination . . . " Thus, it becomes clear that living with interdependence requires a
normative mobilization, the setting of new values and priorities, which begin with restraint andadjustment at home. It is here that Domestic Development Services in industrialized countriesand the Foreign Volunteer Services have a special obligation and opportunity to respond to 
these new causes. 

Self-Reliance, the 	other side of this g!obal coin, is of utmost importance to the nations indeveloping regions of the world. For them, self-reliance is a precondition for 	becomingpartners in interdependent global relationships. In an account jointly sponsored by the CharlesF. Kettering Foundation and the Overseas Development Council "Beyond Dependency- 4 0 
experts from developing countries speak out 	on this issue. Samuel L. Parmar of India, definesself-reliance, not in a narrow sense as ". . . policies that will, over time, ensure a balance il theforeign exchange budget commensurate with a satisfactory rate of growth. In contrast, a morecomprehensive understanding of self-reliance assigns central importance to the process ofstructural change . .. where growth fails to promote social justice, to utilize the economy'smost abundant resources, to engender public participation in the development process, toreduce the concentration of economic power, or to assist in the establishment of more egalitarian patterns of 	international economic relationships, there may be self-reliance in the
 

narrow sense but not in the deeper, structural sense. -93
 

Thus self-reliance is not a withdrawal from global relations but a search for more equitable andjust 	ways of interdependence. Developing countries mistrust the Northern interpretation ofinterdependence as they represent burdens to them by way of past trade policies, technologytransfers, debt policies, and indifference to the problems of the South. "We in the South haveto reexamine the presuppositions and norms on 	which our understanding of development anddevelopmental policies have been based. The frame of reference must be our own socioeconomic realities . . . It is suggested that the first step in the 	process of 'liberation' is toformulate social and economic goals and strategies that are relevant to domestic realitiesand needs." And Parmar identifies the following specific components of self-reliant 
development 93: 

" 
'Rejecting imitative approaches: the ambition to become a high production/high consumption society . . . is not in keeping with developing-country
needs and possibilities . . . There is a fundamental difference between suchsocially useful production and consumption (in poor countries with submarginal levels of basic needs) and the "pursuit of affluence" that character
izes most countries of the North. 

" 	 Ensuring that social justice accompanies growth: the experience of the
majority of developing natiuns shows that increases in GNP have aggravated,rather than decreased, economic inequalities . ..But development should
first improve the lot of the poor people in a country, not strengthen the hold 
of a privileged minority ... 

" 	 Giving priority to social and institutional change: theories and policies of
development generally have been concerned with quantities of resources and
have tended to ignore the social framework (consisting of economic, political,
and social institutions). If values and institutions that constitute this frame
work are change-resisting, then resource use is linked to the status quo ...

None of the basic objectives of development-social justice, self-reliance, or 
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growth-are possible without a radical transformation of the social 
framework. " 

Both interpretations of interdependence and self-reliance voiced from the perspectives of the
industrialized and developing countries are not incompatible. In fact, they point to a large
overlapping area of common concern-even though they depart from different situations at 
home. They concern: 

" the need for normative mobilization of new values and priorities, 

* the solution of the problems of self-relidnt development and global inter
dependence for which a change of economic, social and political institutions 
is required, 

* change and adjustments that must begin at home and with the individual. 

The analyses in Chapters 4 through 7 have revealed that these issues are indeed the growing 
concern of Development Services in their emphasis of specific activity. It became clear that 
their value and justification of existence reside not only in the filling of gaps, but in the struc.
tural changes that they can affect in education, employment opportunity and citizen develop.
ment participation. The emerging profile of the team concepts of interdependence and self.
reliance provides new meaning and direction to Development Services, and it should spur their 
motivation to expand their future efforts. 

New Values 

The five major and global problems-discussed in the previous Sub-Chapter-war, poverty,
social and economic injustice, environmental decay and alienation, demand a reconsideration 
of the values abroad in all societies, which brought about these problems. 

"Purposeful world reform is a quest for the realization of new values, a question of defining 
nuw moral preferences", says Ali Mazrui, the political scientist from Tanzania in his contri
bution on "World ' 7 5 Culture and the Search for Human Consensus - . He underlines that new
orders-such as interdependent and self-reliant relationships as interpreted above-require for
their realization a change of attitudes and new priorities. Lester Brown confirms this point in
his book, "Wold without Borders" 17: "If our society is to survive and progress i,7 the seven
ties and eighties, we need a new ethic, a reordering of global priorities and fresh leadership.
Continuing improvement in human well-being on a global scale is tied to the emergence of an 
increasingly unified global society' 

The creation of new attitudes and values was earlier identified as a process of normative 
mobilization 4 2 -new norms that have found wider acceptance and are controlled by a broad
er sector of the global society. Mazrui further specifies this process of realization of new 
values: "To have new values accepted is, by definition, a question of consensus. " And to build 
consensus: ". . . we see consensus as a problem of building up supporting values, and we see 
the latter as an outgrowth of cultural convergence. " And finally, to the cultural convergence in
global terms: "To move from national to global perspectives requires in turn a globalization of 
processes of socialization and cultural convergence. Normative convergence entails interaction 
between groups." 
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Inadopting this argumentation of Mazrui, one can identify various steps to arrive at new global
perspectives of moral preferences which may be described by the following scheme: 

DIAGRAM 3 PROCESS TO DEVELOP NEW GLOBAL PREFERENCES 

Step 4 	 Definition of new
moral preferences 

Step 3 Development of consensus 
SGlobal interaction between groups 

Step 2 (global socialization and inter-

Interaction between groups in a nationStep I (national perspective and sub-cultural
convergence) 

This diagram makes it abundantly clear thatSOmething 	 newwhich can 	be created moral preferences, orthrough 	 a new ethic, is notinter-personal or "thought out"-it emerges from agrowth process initiatedencounters. The interaction between culturally different groups of

People will set this growth process in motion-both nationally and internationally.
It is only a small step to perceive the relevancy of these value causes for Development Services, 
ItShould be recalled that national, philosophical and/or religious values played a significant role 
Inthe earlier establishment of these services. The service was designated as the mode to makeborders. 
these values 	viable to change attitudes toward one another across cultural, tribal and national 

The broader perspective of the new global value causes discussed above does not 
eliminate the initial doctrine which established the service. In contrast, a strong belief (but not
fanatic) 
 in national, cultural and Philosophical values forms
Permits easier convergence beyond their own culture and nation. A lack of, or wavering from, 
such a "home a solid basis for self identity andbase", results in insecure identities and a mediocre contribution to the formingOf new global consensus. 
As Development 
Own value basis, 

Services 
they 

cooperate in real world local community situations, aware of theircan be the perfect mode for interaction among culturally different 
groups of ordinary people-and not elites-and thereby contrilute to forming global consensusby People. As they operate within
11st lrdmslate the dichotomy of interdependence and self-reliance they1SM)lss arid 

the big problems into small coins, cut thom down to local size-and the new 
Jrotorofnces 	will emerge also on this scaled down community level. 
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This is one of the strongest reasons for partnership-cooperation among all forms o Develop 
ment Services-that, as people to people services, they actually realize inter-cultural converq 
ence on the communitV basis. Their consensus is formed on the same level-otherwise they 
could not cooperate. The realization of interdependence and self-reliance through money, 
trade and other political regulations is necessary-but it will falter in the long run if the people 
in all countries cannot participate, and experience and form their new consensus and 
preferences. 

Mutuality of Learning and Helping 

In a world where interdependence, self-reliance and new preferences for moral values have 
become the parameters for existence, the new partnership roles must be learned mutually. We 
are equally at a loss, or have limited notions of solutions, so that mutuality is demanded. There 
is no one any longer "who knows it all"-if there ever was-but the aopearance of "knowing" 
dominated the international scene in the past. 

The mutuality of group interaction, by way of joint learning and helping in real world situa. 
tions, furthers a kind of consensus of preferences necessary to guide the emerging interdepend. 

ent and self-reliant cooperation. It is through mutuality of learning and helping that "'fresh 
leadership" can emerge and "a sense of global community" 17 can evolve. 

Here we have the new reason and the new place for Development Services. Their cause fur 
existence has received a new interpretation, because the relationships on this globe have 
changed. Mutuality of learning and helping to develop consensus and new priorities for success 
ful interdependent and self-reliant relationships have implications for Development Services: 

International cooperation is no longer an option which only the richer or 
more settled services can afford--it has become a national interest to be 
globally prepared and to participate in the convergence of cultures and make 
their own ways and demands known in the forming of consensus. 

" 	 Partnership-cooperation on equal terms alone enables mutuality. It is not so 
much an option opened after the foreign assistance "givers" become obso
lete-but a need for the "givers" and the "receivers" to learn a partner's way. 

* 	 Foreign Volunteer Services are not obsolete when their foreign assistance 
role diminishes, because sufficient national skilled manpower can take over. 
Their new role as equal partners to DDS in developing countries is necessary 
for development of global perspectives and action. 

* 	 Horizontal mutuality of learning and helping among DDS located within one 
region is important for growth and for the development of intra-regional 
relationships. But it does not necessarily guarantee that the "giver:receiver" 
assistance relationships are overcome and self-reliance and interdependence 
learned, as many regional activities in Africa, Asia and Latin America 
continue to be dependent on foreign aid. 

* 	 Global mutuality in learning and helping, that is with the participation of the 
Foreign Volunteer Services and DDS from industrialized countries, is nece 
ssary to develop a perspective and consensus to face the problems of inter
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dependence and self-reliance. After all, Development Services together
represent the dichotomy of North:South relationships-and it takes North:
South mutuality of service to match this perspective. But this means too,that mutuality entails also reciprocity of service-the service by volunteers 
from the developing regions to thre industrialized North. 

The old causes of Development Services, and their resulting mandates, have not changed: theystill respond to the basic needs of target populations for food, health, housing, clothing, education and employment, and help to enable development participation for all. What has changed
are the global relationships which will gjovern their future development efforts as new commoncauses: interdependence and self-reliance, intercultural convergence to form consensus and 
new values in mutuality of learning and helping. 

COMMON NEEDS 

The needs, it may be recalled, are a quantitatively arid qualitatively structured profile of condi
tions which require relief and determine the nature of the response. 

The quantitative needs in both developing and industrialized countries are obvious: peopli, aicnot prepared to communicate and cope with ,ichother in self-reliant interdependencies. International efforts funds concentrated to create new economic systems,and are solve theproblems of monetary and political interdependence or trade-but the people at large are notprepared. Not only are the global perspectives educationin rudimentary or non-existent,
opportunities for joint coping on equal terms are even fewer. They are primarily restricted topersonnel at the non-territorial international institutions. And their incomes and conditions are by far so superior to their colleagues in countries they serve, that there is more frequent
reinforcement of old prejudices than occurrence of cultural convergence. 

Thus, it appears that only Development Services, students arid faculty/teacher exchangeprograms, and the previously described short-term work camp activities are the modes present
ly available to meet the needs of the common man-and not merely that of a few elities-to
experience multi-cultural and joint coping on equal terms. Inthe case of student exchanges orscholarships the characteristics of joint coping are met only if these programs go beyond theclassroom and entail joint work as in Study-Services. By examining the organizational vehiclesavailable today to enable a broad range encounter for common people, one must admit that no 
one is better prepared to meet the conditions of development participation and mutual learning and helping than Development Services. This may come as a surprise even for the officialsof such services-as it surprises this writer-that the needs for equal partnership-cooperation,
demanding action from Development Services, may be greater than anticipated. 

Therefore, to serve the causes of interdependent and self-reliant development in global perspectives, the common needs for partnership-cooperation to which Development Services are
demanded to respond can be summarized: 

" to enable a broad range of population groups in all regions of the world to
participate in partnership-cooperation development projects 

* to provide upward mobility for people, irrespective of their educational 
background, to contribute to mutual learning and helping in partnership
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cooperation projects and avoid exclusivity of such international projectsnormally open to only a few elites 
* to base such projects in local communities and adhere to their needs fordevelopment participation 
* to maintain equal service terms and assignment conditions for all volunteers-irrespective of their educational background, previous income or social 

status 

* to observe participation in decision-making on the part of local communitiesand the multi-cultural volunteer groups in order to develop consensus foraction.
 
In quantitative terms 
these needs are virtually unlimited as people from all walks of life should
participate, and it is up to the individual services to ensure that partnership-cooperation isnot restricted to a few elites. 

OBJECTIVES AND INDICATORS OF EFFECTIVENESS
 
The central idea is 
 to avoid replacing existing objectives of individual Development Services
with unrealistic propositions, and to point out the direction for a future partnership-cooperation that is responsive to the changed global causes and needs. 

Proposed Objectives: 

1. to create joint service opportunities
volunteers in local community development forfrom different cultures and nationalities within the same regionand on a global basis, 

2. to design joint training programs to prepare for such multi-cultural cooperation
3. to develop joint work projects which are directed by the internal leadershipof communities, 

4. to assign volunteers from different cultures and nations on a reciprocitybasis, to work side by side under equal terms and status for such time as themobilization of the project requires, 
5. to coordinate such partnership-cooperation

ing Development Service which should 
under the leadership of the host

of the program an ' 
be responsible for the effectivenessthe well-being of all volunteers. 

Following the pattern of analysis developed in this study, the changed caL'ses,
mon needs, 
 the new comand these objectives give the yardsticks and profile of the response system: the 
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acutal partnership-cooperation activities. By comparing the results of these activities with theobjectives, needs and causes-that is,whether they were eliminated or modified-one arrives at 
ameasure of effectiveness for partnership-cooperation. 

Therefore, indicators of the effectiveness of partnership-cooperation would include: 

* 	 Increase of local self-reliance over a previous stage in terms of the creation of
employment, improvement of nutrition, expanded access to education, 
development of local technology; 

* Increase iii local mobilization over a previous stage indicated by local citizens
participation in joint work, decision-moking, the maintenance of development projects, the forming of new sub-elites who take leadership newin
projects, the attraction of new funds or the creation of new income which iscontrolled locally, internal leadership over all outside assistance irrespective
of whether providid nationally or internationally; 

" 	 Increase in inter-group communication and cooperation among volunteer: 
over the initial phase and lasting over a longer period of time, indicated byaccomplishment in work projects, responses of local citizens, cooperation of
local officials, and by the way they solve inter-group conflicts; 

* Increase ir, adjustment to interdependence over a previous stage, indicated
by 	 the personal living style of volunteers, both those from industrialized 
count, es serving in developing countries, and those from the latter servingin Europe or North America. It would also be apparent in the project
policies of the services themselves and development education activity at 
home; 

" 	 Formation of a consensus within the group, and over time, on their mutual
work/service experience, their differences and common understandings, and 
their gain in global perspective. 

Insum, partnership-cooperation-while it is the continuation of development work under newrelationships-has a conscious and strong new emphasis on joint experience based learning and
Personal growth. The cross-cultural learning and the need for gaining global perspectives cannot 	be expected to be a side product of joint working in a local community. It requires reinforcement through specific program features ranging from authority and leadership,organization and funding, to various alternatives for work program design. The following Sub-Chapters will outline these characteristics for partnership-cooperation. 
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ELEMENTS FOR PARTNERSHIP-COOPERATION 
In principle, equality, reciprocity andDevelopment mutuality in the engagementServices will betweendetermine the elements. two orrelated and must moreThese three standards are conceptuallybe present and in balance in the elements if partnership-cooperationmaterialize as portrayed in this Diagram: should 

Diagram 4. BALANCE OF ELEMENTS IN PARTNERSHIP-COOPERATION 

Development Service AElem ents: 

Program 
Developmnt Service BDe e o m n Se v ,eB 

Elements: 
-People: Volunteers, Staff -People: Volunteers, Staff 
-Organization/ 

InsttutonaizaionInstitutionalization 
-Ople:aVont 

-Program Design 

-Funds/Time 
-Program Design 

-Funds/Time 

Thi.s concept, adapted from a model developed by Frederick J. Lewis 71reciprocity and mutuality of problem solving in Program C can occur only if there is a reason. 

, demonstrates thatable balance in the elements present in Development Services A and B. 

These are the elements which should be brought in balance in Development Services programactivities: 

1. Equal service conditions and status forallowances, housing, access 
all volunteer partnersto including

group management work responsibilities and Positions for intrain accordance with personal abilities is a prime require.ment for partnership.cooperation. 
The reasons for and the importance of, theserealization is another matter. A comparison between Table 48 and Table 60 of volunteer costs 

equal conditions have been discussed-theirin Social and Technical Development (STD) and Foreign Volunteer Services (FVS)
the volunteer cost structure itself has many shows thatprovisions which common features; it is the level and the type of

diffar. For example, healthaccidents are care, pensions and insurance for disability and
strongly influenced by the home country's legal requirements and cultural heri

tage, while the various allowances for living, clothing, housing and vacation, and the furnishing 
of vehicles and work equipment are influencedservice. more by theThey comprise the provisions which primarily create 

philosophy and policy of thestatus among volunteers. Thus, the difference in condition andno basic problems are expected to maintain necessary health 
500 



Toward Partnership-CoOperation 
care, insurance, social benefits according !o each country's requirements. Local housing, ast:,e host country. The 

customary for many services, should be provided free of charge as a contribution in kind frommain problems anticipated are the adjustment of the actual monthlyt 

eaowances paid to the volunteer, arrangements for transportation apart from work, and.rsl 


balancing ot special favors such as vacation allowances and household equipment (refrigera. 
For volunteers from FV Services of industrialized countries this adjustment would repre. 

-'nt a reduction ;n current levels of living standards, whereas STD Services in the North would
.'require

vo1unteers muck adjustment 
when sending their volunteers South.
_.o!ute terms-
from the South serving in industrialized countries it would

On the other hand, for-t mean a pay raise in 
their actual cost of 1;',-ing would also increase significantly. 

"he main question is: How to achieve this equality for those who-nage o*Csacrice, orshould the suggestion that "saints" must take reductions? The)ea areoiced. The best approach which 
required for partnership-cooperationcanwith volunteers to achieve a voluntary decision on 

be suggested from here is an open discussion-ecessary their part. In the sameto discuss the reasons and limitations manner, it will beof the "pay raise" for the volunteers from 
ev'eloping countries about to serve ir. Europe or North America. Thus, the achievement of this 

first requirement of equality in service conditions is, in fact, realized interdependence.Equal oPportunity in work and for intra-group Positions should be decided solely on the basis 
of individual qualifications. Quotas should not enter into the assignment of tasks because they 
are unproductive and hinder personal challenge and growth. Work Positions are expected to be 
2ssi.-ed 
on the basis of technical/professional 

qualifications b, the project agency or local 
community leaders. In such assignments the old counterpart concept should be reconsidered. 
As discussed in Chapter 7, the counterpart requirement in the assignment of foreign assistance 
v'olunteers, overall, did not work. But here,
c.or-?Stic volunteer as an opportunity exists to team
counterparts. This would not require the creation of new staff positions 

up a foreign and aas in technical assistance projects.through this team would remain 
And it also would not guarantee that the skills gainedupon completion of his term. 

in the village, as the domestic volunteer is expected to departlevels of both The arrangement would achieve the raising of the overall skill 
the domestic and the foreign volunteer-wherever they may be applied after

ward. Thus, the teaming up of counterpart assignments would enhance skill transfer in general, 
ice versa 
learning, and the overall cross-cultural communication basis between nationals and
 

'oreigners. 'sclated assignments of foreigners 

cefinitely be avoided. 

(as in the case of the Chilean MVT) should
 
;f:ontrast to the designated work positions, the distribution of intra-group functions should 
le left to the volunteers to decide. As much
affairs without as
outside possible, volinteers should manage their owninterference. Some general guidelines developed by the team
Curing training would be sufficient to se' itselfa framework for intra-group decisions. 

Vlunteer-after
Finally, provisions should be made by the volunteer sending organizations to pay the returning 

a successfully completed assignment-some re-adjustment allowance, accordrating in partnership-cooperation 
ing to internal standards, and support him to find permanent employrnent. Volunteers particishould not encounterthan do those who remain 
drain", feared by some 

at home. These fewer chances for later employmentmeasures would also assist in preventing a "brainif their volunteers serve in industrialized countries. 
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2. Reciprocity of service from developing to industrialized countries is a built. 
in principle of Partnership which guarantecoal partners both givingreceiving roles. and 

the outset, even 

The 9ne-way sending and receiving approach in volunteer cooperation should be abandoned at 
if in practice-at least ill the beginning-most domestic 	volunteers in develop. 

ing countries will have less opportunity to serve in Europeby all partners or North America, Reciprocity of 

service should be 
to 

part of the original program design.The plan should clearly state the intent 
move in thesteps and schedule on how to achieve this goal. Even 

direction of tWo-way cooperation-if Possible, including the 
industrialized and, perhaps, in developing countries as 	well are not yet convinced of the need 

if legislators and supervising officials in 
to change to partnership-cooperation

clear policy 
 in this respect 

and reciprocity, nevertheless, 	it is important to drive at a 
from the start. Much persuasion will be requiredprocity a regular procedure. Examples for such reversal of current procedure are 

to 

outlined in 

make reci.the next Sub-Chapter. 

3. Equal conditions, statusDevelopment Servicet 
and reciprocity

in 	 of staff assignments betweenwork assignments 
developing and industrialized Countries involveand living conditions according

procedure.	 to the host 

partnership-cooperation 
projects. 

It can be expected that staff from the foreign Development'ServicForeign staff may be 
under the same living conditions as national staff members. Work positions Should be designat. 

ed 	 integrated partner will be involved inon into the hosting servicethe basis of professional qualifications and experience in the assignment 
staff supervision would reside with the director of the hosting Development Service and not 

with the sending organization. This, of course, would 	be true for staff from the North serving 

area. Foreignin the South and vice versa, as well for horizontal intra-regional cooperation. In sum, the staff
arrangements are similar to those for volunteers, and they are expected to encounter the same 

problems of adjustment.

There is one difference however, because staff members normally have wider family obliga.
their mostly professional and married volunteers monthly allowances at the salary level of their
 

tions that must be met. For example, Dienste in Ubersee (Service Overseas) in Germany pays
 
host country counterparts. The difference betweenplaced monthly in a separate acrount in Germany issued in the 

an equivalent internalfunds are German salary isname of the volunteer. These 
available only for edL',ation of children, emergencies Support of parents at home

available to 
and similar social obligations arising from their professional and family status. Funds are 
not
 

improve their living standards during assignments abroad. Upon returning home 
the savings are at the disposal of the former volunteer "or re-adjustment.
The inclusion of staff into the partnership-cooperation
learing experience is considered not onlythe "giver:receiver" 	 a significant 

for Partners from both sides but an essential element 	to move away from
relationship. The "burden"one perceives Partnership-should 	 or oportunity-depending 

from which anglenot be borne solely by the volunteers. 
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Toward Partne,'ship-Cooperation 
4. Mutuality of learning andassignments is aprinciple applied to the design of the various program tasks. 

helping in volunteer training and work/service 
Programs should be operated as far as possible alongservice-if they have been proven to be effective in terms of community needs and efficient in 

the regular procedure of the hostingcos structure. Program tasks which reflect mutuality of learning and helping include:* Selection of volunteers: while pre-selection of volunteers should remain with 
the individual services, the final placement in projects both of foreigners and 
nationals, requires the participation of the hosting Development Service andthe community they serve. 
Joint volunteer training in the host country is essential. For foreign volun
teers, pre-departure training, especially to develop language proficiency for 
basic communication is advised. Joint training in the host country should be 
conducted in the working language of the project and be interlinked withlearn 
culture and country studies. While foreigners, in all probability, will have to 

a local language (apart from the international language which may not 
be their mother tongue), the nationals likewise should be trained in a foreign
language-if they master the indigenous one.
languages they will later need,


be 
Either orie of the internationalshould pursued. To master 

or the language of their foreign counterpartsrequirement more thanfor any the native languagecross-cultural understanding. 'anguage 
is a primearea where a multi-lingual training is an 

improve each others skills. 

group of volunteers can participate as trainers to 
A second priority is the preparation for community work, to learn about 
local structures and the methods of action-planning and community organiz
ing. If at all possible, special technical skill training should be avoided at this 
time. Volunteers should be selected because they have the needed skills, or 
they would have received special technical training before the joint program
starts.
 
During the joint training, the principles of group dynamics should be applied 
so that volunteers learn to cope with each other in practice. Only a small part 
of the joint training should be conducted in classroom sessions. If possible, 
the larger part should take place in local communities with the participationof villagers, At the end of training the village experience should be analyzed 
in order to clarify misunderstandings, correct wrong perceptions and leaveno illusions of the true content of the work ahead.Joint work assignments in local communities in developing countries should 

aim at development participation
conditions of target populations.were Details of suchdiscussed in Chapters 8-10. To recall briefly, they includethe following characteristics: 

- community leadership of volunteer projects 
community organizing to carry on own affairs 
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- provision of basic needs (health, nutrition, housing, clothing) largely 
through community resources 

- employment orientation 

- opportunities for recurrent education or training 

- application of appropriate or village technology with local materials. 

In other words, joint work/service assignments in developing countries 
should follow modernizing development approaches to achieve high levels of 
citizen participation and upward mobility. 

It is important to select project sites which place both the foreigner and the 

national volunteer into another culture. This puts both groups in the same 
position for social comparison and enhances the potential for cross-cultural 

communication. Mettee found 8 1 that under such joint work conditions, 
instead of joint study, a potential "threat" to self-concept is further reduced 

because the different participants compete on the same level. 

Joint work projects in industrialized countries should also be based on local 

communities and their various organizations. In the United States, local 

needs are clearly defined by the legislation dealing with the elimination of 

poverty in its broadest sense. In the UK, CSV specifies the needs further as 

those of the disabled, the elderly, the sick who need a more humanized treat

ment, the young offenders who have difficulty returning to society, in short, 
all those affected by the social ills of industrialized mass societies and 

minority problems. It is here that a foreigner meets real needs and can gain 

insight into the development problems of an industrialized society. Again, 
work assignments should follow the pattern of the hosting service and 
foreigners and nationals should be teamed. 

For foreign volunteers from developing countries there are a few work pro

gram areas of special interest. The idea is to link directly the contribution of 

volunteers with learning in areas where industrialized countries are suffering 

under increasing problems and where developing countries still may have the 

chance to avoid the errors that helped to create them. They include: 

- Environmental control. The underlying theme could be: Don't pollute 
as we do, learn to contain the effects of industrialization before they 
get out of hand and show us your healthier ways. 

- Nutrition: Don't poison your food as we do and introduce unhealthy
"easier" diets-explain to us your way of balanced nutrition. 

Urbanization: modify your belief in the better life in urban centers; 
learn to favor the development of rural areas. 

Transportation: Don't fall into the trap of believing that the private 
automobile is the prime mode for transportation; it is primarily a status 
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symbol, Most people in mass societies depend on public transportationfor freedom of movement. 
Culture: Don't mistake our civilization for culture. Civilization can onlyprovide amenities-it is culture that makes a human being. Teach usyour culture-and your language-that 
re-discover our own best values. 

we may expand our horizons and 

The idea of such a learner/teacher role for the foreign volunteer is, of course double edged: he will bring to communities in industrialized countries the
thinking of other worlds; will open their provincial perspectives through first
hand experience and thus provide interdependent education to Northerners.At the same 

the ways 
of industrialized countries and he will look for new,
solutions 


time-it is hoped-his eyes will be opened to the limitations of 
when returning home-based,from abroad.approach to learn For the foreigner,the importance it is anotherof the self-reliance efforts of hiscountry. own 

The reason for suggesting these themes here is that all materials indicate thatthes-particularlypast has not been used by the industrialized countries to open up their own 
from developing countriesin thecommunities for global learning.are some foreign assets which 

In terms of the mobilization theory, here
can be activated to participate in mutual help
ing and learning in industrialized communities. A conscious effort to employthese resources would open a two-way lean;ng and teaching experience. 
Joint learning programs 
 require a design and methodology which apply the

work program experience to gain more
work insight and understanding in both the
new 

content and environment, and the cross-cultural relationships. This is a

program sector which needs a clear designationcurriculum or learning module. In the past, learning during work was a side


product which 

of time, place and 

"happened".

study and 

This new sector of mutuality requires further
specific planning as only rudimentary experience exist. Learning
needs as they can be determined from this study include:
 
- technical update on jobs that volunteers perform,why, determination including reasonsof achievements, what outside aid is available fortheir projects,
 

- development of further 
insight in the host community structure anddecision-making behavior, 
- assessment of internal group relations, including consensusences on issues growing out of and differwork or life in the community andwithin the group. 

Group sessions should not only enhance knowledge or skills but also shoulddiscuss changes of opinions and values, and the meaningThe learning program of such changes.frank should avoid rigid formalities which would hinder the
exchange of views. It is difficult frcm a distance to set aside a timeframe for such a learning program-which may also depend on the composi
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tion of the volunteer group. In general, few and scattered learning hours
during the week are less effective. Block sessions at intervals, combining the
learning time in one or two days, or in a weekend retreat, should be 
preferred. 

5. Organization and Administration of partnership-cooperation is the responsi
bility of the hosting Development Service. The director of the hosting service
provides the leadership and has the management and administrative author
ity to carry out the program. 

In other words, existing host structures are used to introduce and excute this new partnership.
This includes the responsibility for foreign volunteers or staff, in the same manner as it iscarried out for nationals. Through such a structure, the field offices of Foreign VolunteerServices, which were an obstacle to more intensive cooperation in the past, become obsolete,The care and support for the foreigner-which is a moral and legal obligation of the sending
organization-is transfered to the hosting organization. 

In foreign assistance projects, work supervision was delegated to the hosts, while administra.
tive and general support was a task of field offices of the outside service. Apart from programming new volunteer projects, the time of field staff was principally occupied with payingvolunteer allowances, financial reporting, attending to a volunteer's problems, and generaliyrepresenting the service in the host country. In partnership-cooperation, many of these functions become obsolete, and those remaining could, for example, be distributed as follows: 

- Project programming through the hosting services units with the participa
tion of foreign staff for a limited period. Or, in case a foreign staff member
participates in the full project, he or she should be involved in the planning. 

- Regular care for the individual welfare of the foreign volunteer should be in
the hands of the hosting service. In case of emergency provisions should bemade to involve officials from the sending organization so they may meet
their legal and moral obligation toward the volunteer. 

Payments to volunteers-if possible only one allowance covering all monthly
costs-should be made either through the hosting organization or directly
from the headquarters of the sending organization to the volunteer. This will
depend on local conditions, but the involvement of field offices should be 
avoided because it is too costly. 

6. Institutionalization of partnership-cooperation programs involves contracts
between the sending and receiving Development Services, designation of an
organizational unit, authorization of leadership and supervision, and develop
ment of a solid funding basis. 

The designation of an organizational unit, leadership authority and internal supervision forpartnership-cooperation programs in host countries has been described. The authority for thedirection of such a program is derived from two sources: (a) the legislation which establishedthe partner services and (b) a special contract between them. Most founding legislation of 
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Study-Services, STD and Foreign Volunteer Servicesprovisions to permits such cooperation and evenexpend a certain portion of the annual budget for such 
has 

the purpose. This iscase for most Training and Employment Schemes which 
not 

development. focus er(clusively on nationalThey would require special permission frompartnership-cooperation which changes their current procedure. 
their legislators to enter into 

Agreements should be arranged
ir.termediators. 

between the immediate partners without the involvement ofThis third party role was helpful in the early MVT days to generate interestand bridge gaps between partners. Today, however,which could it would not serve any additional purposenot better be achieved by direct agreement. If possible, one uniform contractshould be developed between all foreign services and the hosting institutions to ensure equalityof conditions and homogeneous o;)erations.
such cooperation programs, and enables 

A uniform contract also furthers continuity ofnewgoing program. That 
services to join later without interrupting an onsuch uniform contracts 

the Commission 
are possible has been recently demonstrated byof European Communities which applies one form for co-financing projectswith non-governmental organizations. 

Yhe hosting contract partner should-if possible-be removed from internal party politics, andPreferably be an institution designated for regular development work. As the earlier discussionof past experience with MVTs has revealed, the stability of the partners joiningcooperation is a core element for success. 
in such 

7. Co-financing is part of the requirement for partnership -cooperation betweenDevelopment Services. While a broad range of sources of funds should participate, the financial administration of such programs should be in the hands
of the hosting service. 

The two-way approach applies here too-even thoughlargely among partners. DDS 
it is obvious that the resources differ 

afford to 
in general, and in developing countries more specifically, can lesssend volunteers abroad than Foreign Volunteer Services, which have a budget laidOut to cover such cost items. 

Co-financing will involve contributions in cash and in kind, and new ways should be exploredto use other existing programs to facilitate work/service partnerships through their channels.This approach will be explained below. It is suggested that a "cooperative banking system"be developed which sets out the costs and funding sources, in cash and in kind, on both sidesof the balance sheet. When expenditures occur, funds are disbursed in cash or kind-in whichever "currency" 
 they have been banked before. This idea is taken from the Thailand Volunteer
Leaders for Community Development which developed a local "banking system"
Contributions of villagers' for volunteer
time for their community development projects. These commitrnnts of labor are "banked" at the District Community Development Center and expended(that is the volunteer is called for work) when manpower is needed in the project. Similarly, local housing, transportation, land for volunteers' vegetable gardens,by local communities in etc. can be "banked"kind, while participating services provide the cash for living allowances, health care and other needed services. 
More specifically, the cash funds needed to train volunteers and support themshould be borne in the fieldby the regular budgets of the participating services. No administrative overhead should be charged by the hosting organization as no special procedure is required abovethe regular administration. 
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It is more difficult to finance volunteers from developing to industrialized countries than fromNorth to South. Various approaches should be considered: 
Study-Services should establish linkages with student scholarship programsto initiate reciprocity of service through foreign study. The scholarshipswould take care of the costs for international travel which is a main obstaclefor any reverse service. The concept of reverse Study-Service is discussed inthe next Sub-Chapter. Similar arrangements should be considered for facultyparticipation. 

Foreign volunteers from developing regions who serve in the more costlyNorth could be paid by the local community organizations or by the hostingDDS. International travel, however, should be funded by the sending organization o, by local community fund-raising (see below). 
Volunteers from STD Services in both industrializedcountries could be placed and developingon a pure exchange basis with the hosting servicepaying the local costs for the foreigner out of funds which are part of theregular budget. In these cases, the problem is the cost for international travelwhich could be met by additional fund-raising activities. 

Other possible sources of funding: 

* Local community fund-raising for scholarships for foreign volunteers whowill serve the local community. 

* Any savings that services from industrialized countries earn because of reduction of volunteer allowances for partnership, couldfinance volunteers from be banked to helpdeveloping countries which otherwiseafford to could notfacilitate reciprocity of service. This couldvolunteer exchange programs 
be a fund source forbetween a developing and an industrialized 

country. 

* Contributions from foundations, governments, private and individual sourcesto sponsor specific partnership-cooperation projects which are clearly outlined-the "CUSO approach" as described in Chapter 7. 
The one cost item which is most difficult to finance through such funding approaches is international travel. Some have sugyested to establish a special international fund for this purpose.
This should be considered a last resort, becauseand-in fact-least likely to attract any 

it is too impersonal, difficult to administer
 
raising should be conducted 

interest from potential contributors. Preferably, fundfor each program in participating countries and thereby involve
more citizens in partnership-cooperation.
 

These seven elements of partnership-cooperation
development are regarded as yardsticks needinginto generally accepted furtherstandardsreality. The elements alsc 

if these new relationships are to becomerequire specification and aadjustment to local conditions whenapplied to practical situations without dilution of the principal theme of balance. 
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OUTLINES FOR ACTION 

Ingeneral, partnership-cooperation among Development Services can be conducted: 

* 	 intra-regional, as a horizontal cooperation between Domestic Development 
Services of an industrialized or developing region, and 

* 	 inter-regional involving either more than one developing region or a North: 
South cooperation. 

Inoutlining partnership-cooperation programs three principles are pursued: 

" 	 the seven elements of partnership-cooperation discussed above become 
principal characteristics of each program. 

" 	 partnership-cooperation should use existing structures and relate to on
going programs 

" the findings of this study should be integrated into partnersh;p-cooperation 
projects. 

In applying these principles, certain changes in the management process of Development
Services are initiated. While traditionally, Development Services conduct their program activi
ties within the one organizational framework as outlined in Diagram 2 (page 38), in partner
ships program inputs and tasks become interlinked between cooperating organizations as the 
following Diagram describes: 

Diagram 5. BALANCE OF PROGRAM ACTION IN PARTNERSHIP-COOPERATION 

Development Service A: 	 Partnership Development Service B: 
Program C: 

Partnership Partnership 
Elements -Inputs - Tasks Inputs--Elements 

Other Service I Other Service 
Descriptors Output/ Achievements Output/ Descriptors 

Feedback Feedback 

Output 

Project Community-

Needs
 

While the inputs represent volunteers, staff, organization and funds, the tasks stand for the
mutuality of problem solving, i.e. learning and helping programs. The tasks produce achieve
ments, the program output, which should meet the needs of the community and feed back to 
the input sustaining Development Services A and B. 
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This Diagram, adapted from a model developed by F. J. Lewis1 1 , explains that the traditional 
one program activity of a Development Service is transformed into three units: the two 

Services A and B providing inputs and the actual Partnership Program C which balances inputs 

and tasks and thereby furnishes a bridge or interface between the partners. In contrast to this 
model, the traditional foreign assistance as "giver" operates as one program with the "receiver" 
accepting the output as aid. In agreeing upon, and implementing, a Partnership Program C, 

Development Services A and B in actuality interface their management and thus move inter

dependence into action. 

Finally, outlines are not plans. To prepare implementation of partnership-cooperation projects 

in actual cases, detailed local programming is necessary. Also, in order to keep cooperation
 

close to community needs, a continuing action-planning process, replacing occasional
 

feedback, should be part of a design.
 

With these principal considerations in mind, partnership-cooperation among Development
 
Services is outlined here in four types of action programs for each category of Development
 
Service.
 

* 	 Joint volunteer projects among DDS in developing regions and/or with 

Northern volunteers from their DDS and Foreign Volunteer Services 

* 	 Staff partnerships both parallel to joint volunteer projects and independent 

of them 

* 	 Reverse service of volunteers from developing regions to DDS of industrial

ized countries 

* 	 Volunteer exchange through "sister programs" between services, com

munities 'r universities. 

Partnership for Training and Employment Schemes 

Joint volunteer projects among T&E Schemes are difficult to envision. Their prime goal 

is to bring rural youth out of the stage of illiteracy and under- or unemployment and prepare 

them for a satisfactory life in their rural community. They are, in Maslow's terms of the 

hierarchy of needs, concerned with survival and self-maintenance of their participants arid 
current stage of insight in these services, jointcannot-as yet-afford outreach. From our 

volunteer projects would not provide the additional learning or personal growth necessary for 

these voljnteers to justify the expense. One can think, of course, of joint projects or volun-
Benin Clubs 4-D and the Kenya Village Polytechnic-but for theteer exchange between the 


costs of a one-way airticket one farmer can be settled in self-employment in his village.
 

Another matter are joint projprts between services of neighboring countries. As most countries 

formerly under colonial powers, have artifical borders cutting across tribal and language areas, 

joint projects from both sides of the fence can be envisaged along such borders. A precondition 

is, of course, that peaceful relations are desired. The common cultural heritage-often even the 

language-and the common needs for basic village develcpment would provide a solid basis for 

such joint local projects. The main question is the political will and leadership to view peaceful 

border development as an important linkage between neighbors. 
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These joint efforts in youth training and service between neighboring countries seem to be 
even more important if both belong to the same regional economic system. Under such con
ditions, it appears, the need for regional integration-not only of economic systems but people
-demands joint action programs even for Training and Employment Schemes. 

An example from Europe may illuminate the point. After Worid War It, the Deutsch-
Franzosische Jugendwerk (German-French Youth Enterprise) was founded to accommodate a
variety of joint youth projects, including work camps to help to overcome animosities on both
sides. Mostly school youth participate in the short-term programs- and in this respect they
differ from Training and Employment Schemes-but the idea was to provide a broad range of
first hand experiencc in work and vacation between youth of two former arch enemies. As
neighboring countries, for centuries France and Germany were plagued by border claims from
both sides-which led to nothing but war. In today's progressed state of world affairs, peace
ful relations and understanding among neighboring peoples on a day-to-day work basis are an 
essential first step. 

It is in this limited area that Training and Employment Schemes are encouraged to undertake 
joint volunteer projects-without reducing their effectiveness or creating additional, often 
unaffordable, costs. 

Staff partnerships with Training and Employment Schemes-if they are based on current
practice-can be realized best by Foreign Volunteer Services. Most current foreign assistance 
to DDS is conducted through foreign volunteers assigned as technical staff to these Schemes. 
They are the same organizations which would prefer to discontinue technical assistance byforeign volunteers when sufficient national staff becomes available. They have also recom
mended new forms of cooperation to supplement special skills, generate ideas and transfer
experience. Thus, it appears, it is not so much the foreign presence but the competition with
and domination of national staff which should be avoided-precisely the goal of partnership
cooperation. If one adds that staff development is one of the major bottlenecks of T&E
Schemes, a new emphasis for staff partnerships emerges: instead of filling skill gaps, the focus 
should be on the development of staff capabilities. Apart from equal assignment conditions
between national staff and foreign volunteers engaged in staff capacities, the mutuality of
learning should be stressed in the program-ranging from skill transfer to group dynamics and
leadership roles. There is little FV Services can do to help with the career aspect of staffingwhich concerns the designation of staff positions, promotion and social security benefits, allinterlinked with the internal employment structure, especially of the domestic civil service. 
But, by improving the professionalism of staff through joint learning and coping, the chances 
fc. nationals to enter a regular career are also improved. 

Reverse service by volunteer trainees from Training and Employment Schemes in Europe and
North America is a form of cooperation which volunteers from the Kenya National Youth
Service demanded according to the study by Philip IVbithi 76 . For example, in Germanythe Carl- Duisberg-Gesellschaft conducts technical apprenticeship training for young workers 
from developing countries. They receive primarily on-the-job training in crafts and industry
in Germany and graduate with a secondary technical degree. But, while they learn within aWorld of work, the community service component is missing-and consequently a chance for
the foreign trainee to contribute to other peoples' needs. 
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To 	facilitate such a reverse service, linkages should be established between T&E Schemes andthe Carl-Duisberg-Gesellschaft for joint selection of trainees and follow-up programs after theyreturn home with a completed apprenticeship. Two areas of further cooperation are suggested: 

" 	 that former T&E volunteers be selected for recurrent education with the 
Carl-Duisberg Gesellschaft, and 

" 	 that former Carl-Duisberg trainees join servicf's at home after their return to
feed back their foreign experience to co-volunteers and local communities. 

The more difficult link to be established is that between the apprenticeship institution and acommunity service in Germany. There are no Training and Employment Schemes in Europe.But a large variety of non-governmental community services (STD Services) are 	available tointegrate these trainees to 	 serve the disadvantaged, sick, elderly, handicapped, pre-schoolchildren, etc., for a limited period. The service assignments should be arranged on the spotwith local community organizations. Nevertheless, spending some portion of the overall timewith community service should be part of the contract. The individual trainee should, of 
course, have an option to volunteer such time. 

The major obstacles for reverse service are not likely to stem from the trainee/volunteers or theTraining and Employment Schemes. Obstacles can be 	foreseen with the German industry andthe governmental departments responsible for the foreign trainee program. Neither are familiarwith the service-learning idea. In the 1960's, the 	Carl-Duisberg-Gesellschaft had extensivediscussions with the DED to open this overseas program for reverse service for foreign traineesin German communities, but the effort became lost in discussions within the administration. If
these obstacles can be overcome, this apprenticeship program would gain additional assets in 
terms of a higher level of foreign citizens' mobilization. 

In German communities it may spark a normative mobilization of new attitudes toward theforeigners in their midst. It may also challenge idle German community resources if they
observe the foreigner serving them. 

This example may point the way for others. One can think of similar approaches for the manyuneducated immigrant youth in the UK, for young workers from developing regions, or thiemigrant workers in the US, and other European countries. The US Training and Employment

Scheme-the Job Corps-
 for instance, could provide the structure to which such partnership. 
cooperation could be attached. 

In 	 sum, for Training and Employment Schemes the points for departure into partnership

cooperation are: 

1. Joint volunteer projects in border areas between neighboring countries; 

2. Staff partnerships with foreign volunteers; 

3. Reverse service in industrialized countries attached to apprenticeship assist
ance schemes. 
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P~rtnershipCooperation 
among Study-Services

Drimarily, partnerships among Study-Services should be attached to existing scholarshipgrams for study abroad, proor student exchanges. They should apply to foreign students in both 
industrialized and developing countries. The foreign faculty programs could also be included so 
long as the members are committed to the concept and practice of Study-Service and are will;ro 1o participate in service. The advantages are obvious: 

* it would mobilize foreign students and faculty resources, already existing in
a country, for community service and thereby activate local citizens in jointprograms; 

" it would bring a new dimension of global learning to the community andeven to formal international education in schools;
" it would bring the foreigners

of residence and open 
out of their isolation within their communitynew avenues for contribution to the needs of the hostcountry; 

* it would drastically reduce the costs for such partnership-cooperationgrams since funding of international protravel and regular stay are already paidfor by the scholarship programs. 

As more foreign students studying in industrializedwhich favors 
are 

than in developing countries-a fact 
reverse service-a second principle approach shou!d focus on student travel, inter

national seminars and sister university programs to developing countries. This would affect the 
North to South traffic. Student travel, classroomseminars are encounter in international conferences orlearning and 

not per se conceived to promote cultural convergence or to provide mutuality in
helping. In view of the urgency of ourSpecial privileges that academic study endows upon 

global community's problems and thea few, one cannot emphasize enough theIntellectual honesty demands that more attention be given to two aspects: 

moral obligation to reconsider the current practice of international studies and collaboration. 

* the problems of the lucal community and how academic decision-makingaffects the life in those communities, and
 
• 
 practical experience in day-to-day encounter with the regular local population in work service assignments, even if only for a short period of time.

With these two principle considerations in mind, the following types of partnership-coopera.tion projects in Study-Services can be outlined.Joint volunteer projects between foreign and national students in industrialized countries werereported as a "happening" from the University Year for Action in the US. Recently too, the 
on this early experience and develop it in 
reverse partnership programs. Such 


Frontiers College in Canada reported similar initial steps. It is now suggested that we expandwill be discussed later. reverse bervices 
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Joint Study-Service between nationals and foreigners in developing countries isanother matter,and different approaches can be outlined. One alternative isprovided by the obligatory Study.Services in developing countries. Especially in Nepalobligation as where foreign students have the samenationals to give one year of community service, joint volunteer projects are partof the system. As far as records show, sothis obligation. Other 
far only some students from India were affected byobligatory Study-Services in developing countries leave it up to theforeign student to volunteer his time. There is no doubt, that these Study-Services in develop.ing countries provide a structure for partnership-cooperation with students not only fromdeveloping but also from industrialized countries. Various alternatives can be considered: 

* A full one year participation in a Study-Service in a developing country aspart of the curriculum io international relations, development administration, cross-cultural studies, medicine, agriculture etc. 
" A one-half year Study-Service term linked to practica in development administration and other fields according to curriculum requirements. For examplethe experiment for International Living in Brattleboro, Vermont requiressuch practica before master degrees. 
" Short-term Study-Services linked to travel or seminarscountries, such as in developingare conducted by the World University ServicesCommunity and Junior Colleges in the US. 

or the 
The alignment of schedules maycreate some difficulty as Study-Services in developing countries last betweensix months and one year. One can, of course, argue that the schedule of thehosting Study-Service is irrelevant if the foreign students are teamed up in alocal community with adomestic student for a period of five or eight weeks.In such a situation-especially if the domestic student isalready in the fieldhe can become a guide for his foreign counterpart, which will add to his owngrowth potential. It is obvious that such short-term programs have limitedimpact in terms of gaining skilis, contributing to needs, living through problems, learning to communicate across cultural borders. But they certainlyopen up a new dimension of experience which penetrates the skin,more questions than raisesit can answer, and provides a basis for later, moreintensive, involvement and commitment. Compared to the current practiceof international travel and seminars-which at best includes some field tripsto "remote villages" but otherwise restricts the encounter between foreignersand nationals to the classroom-it would furnish a significant step forward tobetter understand our global problems and relations. 

A third alternative can be outlined for those countries where no Study-Services exist but whereforeign students' programs and student exchanges are commonfor continental European countries. Here the various Social and Technical Development 
case practice. This isespecially the 
Services should be invited to provide the community service vehicle that will enable universities to design joint work/service for their national and foreign students. Since more and more
universities are 
offering credit for previous work experience and correspondence studies, for
example the Fern-Universit~t in North-Rhein Westfalia, Germany 99
 , the time may be ripe to
negotiate credit for community service. This arrangement would not require the university toset up its own service vehicle, it could contract with an existing one which has anperformance record. adequateThose community services areaccommodate the involvement of some 

well established and they are able to
faculty members 

program-which should be a requirement. 

for the work part of the partnership 
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Faculty partnerships-from an organizational point of view-can be easily arranged withinexisting programs. Those involved in Study-Service at their home universities are an obvioustarget for participation. But also those who obtain faculty fellowships for pure academicassignments abroad should be challenged to participate not only in volunteer training, but inthe actual work of the community service. For example, the mandate of UYA faculties to become involved in se, vice to local communities can be expanded to foreign scholars to: 
* provide voluntary consultant services to !ocal communities 

* conduct training programs, such as adult education for local citizens 
* make avaiiable the university facilities to local communities for programming 

purposes, community surveys, computer time, etc. 
To 	 expand partnership-cooperation to faculty members in conjunction with Study-Services
in industrialized or developing countries, would serve various purposes: 

* 	 it would support the university's effort to concentrate on development
oriented education, 

* 	 it would help more faculty members-both hosts and guests-to become 
aquainted with the educational concept of work/service/learning, 
it would bring both host and foreign faculty out of their academic isolation 
and face up to the real problems of acommunity, 
it would provide a global education to faculty, concentrated in the nutshell 
of a local community, which will enhance their future teaching and research, 
it will provide an actual experience-not merely an observation-on the living
conditions in developing countries, when serving under equal circumstances
 
with the hosting faculty.
 

For faculty partnerships both 
a full-time assignment to a Study-Service group or part-timeservice in the three areas as described above can be envisaged. 

Reverse service of students from developing to industrialized countries is one of the broaderPartnership opportunities open to Study-Services. As discussed earlier, the foreign studentbody already enrolled at universities in industrialized countries, or selected for such scholarships, provides an excellent reservoir for partnership-cooperation projects. Especially, foreignStudents studying in Canada, the UK or the US should have no problem participating wii;,national students. Continental European countries will have more difficulty to arrange suchPrograms since no Study-Services exist at universities or colleges. European educational institutions have not yet accepted the concept and practice of service-learning. 
One 	approach to reverse service isto link the Study-Service in the developing country with theScholarship program. The service would participate in the selection of candidates, and offera Study-Service tour during study abroad as part of the curriculum. The actual work/serviceWould take place at the foreign university together with national student colleagues. 
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For example, KKN in Indonesia would participate in the selection of student candidates for 
study abroad. The student has an opportunity to opt for participation in a Study-Service such 
as the University Year for ACTION(UYA) if he plans to study in the US. Before leaving for 
study abrcad, students receive predeparture training that prepares them for both study and 
service in a foreign country. In the US, the Indonesian student joins with his American 
colleagues to design his Study-Service tour, with faculty guidance, according to UYA schedules 
and conditions. The records of such Study-Service in the US are transferred to KKN when the 
Indonesian student returns home. Since-in this case-KKN isan obligatory service, the return. 
ing student should be relieved from his service obligation if he voluntarily and successfully 
completed a Study-Service term abroad. Such partnership-cooperation could operate on the 
basis of bi-lateral agreements between KKN and UYA, or for that matter wherever Study-
Services exist. 

It is up to Study-Services in industrialized countries, or Social and Technical Development 
Services where the former do not exist, to take advantage of this potential for cross-cultural 
encounter, global learning and local community mobilization. Here, citizens of the host 
country can experience first hand what interdependence and self-reliant relationships mean for 
them. For the foreign student, it may be a significant awakening to be able to contribute to 
the remedy of another country's social and economic ills. Through it, he or she may learn to 
see their own country with new eyes and feel impelled by a new moral obligation to return and 
serve the people at home. It is an old adage that the detour of aconcern for a distant need is 
the best short-cut to find devotion for the needs at home. 

Exchange between Sister Universities can concern both student/volunteers and faculty, as it 
can involve fundraising activities for such programs. Many universities in industrialized coun
tries have established sister programs with universities in developing regions. A Study-Service 
component can be attached relatively easily to such sister programs especially if one or both 
partners already have such service programs. If not, it would require the establishment of a 
separate small administrative unit to manage the service aspect. In such cases, the organization
al preferences as described in Chapter 5 would apply. The sister concept has the advantage that 
locations and situations become increasingly better known to the other side and specific forms 
of mutuality in learning and helping can be developed. For example, wider community support 
is easier to mobilize both in terms of funds, supply of materials, family housing for student/ 
volunteers, etc., if both persons and environment are farr.liar. Here the knowledge and 
continuity of the sister institution and the related communitis provides an additional asset 
to mobilize the further resources (see also Chapter 7, financial projects, on this point). 

In sum, Study-Sarvices are equipped to develop all four types of partnership-cooperation pro
jects. With current structures and programs the following priorities can be assigned for feasi
bility to implement pilot projects: 

1. 	 Reverse service by foreign students, especially from developing countries, to
gether with domestic volunteers in industrialized countries, 

2. 	 Faculty partnerships both in industrialized and developing countries' Study-
Services. 

3. 	 Exchange of student/volunteers and faculty between sister universities for 
the purpose of joint Study-Service at the sister institution, 

4. 	 Joint volunteer projects conducted by Study-Services in developing countries 
with student/volunteers from industrialized countries under a variety of 
service arrangements. 
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?artnerships among Social and Technical Development Services
While most STD Services have noservice, only a few are 

problem admitting a foreigner for participation inpermitted by legislat;on to send their volunteers abroad. The 
latter group includes BUTSI/Indonesia, CSV/UK,tary Service in Germany. and the Working Group for Volun-In recent years, STD Services in developing countries became
:he prime source for volunteer recruits for the United Nations Volunters (UNV). They 
aissist UNV in the pre-seiection of candidates, but areassignment process. otherwise not involved in theSince the multi-nationalassistance functions, usually with 

UNV groups are acrigned i:. technicalparts, a partnership-cooperation higher living standards than their national counter.for STD Services is not realized through UNV.Because of the educational background and/or life experience of their volunteers, STD 
Services probably offer the best potentialtion approaches which for a wider variety of Partnership.coopera.can involve all sorts of community service and action. This is 
true for cooperation within their category and for partnership with Foreiqn VolunteerServices. Here are some possible outlines: 

oint volunteer projects among STD Services are probably best realized in small multi. 
national groups-not necessarily restricted1tra-regional to an intra-regional composition. Strictlygroups may be hinderedPolitical by past conflicts amongsystems countered by even tribes, cultures anddevelopment stronger commonand cultural convergence regional needs for self-reliantof volunteers from demanding cooperation.another developing region, The outsider roleas catalyst or industrializedto get Partnership-cooperation countries, appearspresence of these outsiders protects 

off the ground. In Mettee's terms8 O, the2 strong the intra-regional"threatening" insiders-orfeedback neighbors-from
other" has among themselves. The presence of the "differenta higher potential for self-enhancement and growth within a volunteer
group, which is not present with similar others. The acceptance and liking ishighest
and their relationship most creative-if volunteers differ toConditions which can create "threat" 

some extent, and thoseagain, are avoided.Here, the similarity of volunteers with compatible background and serving under equalConditions, removes the "threat" 
.ational 

and enhances certainty while the cultural anddiversity provides the higher potential for learning and personal growth. This
is the 
 group composition
cOoperation which should beprojects. Such achieved in STD-Servicesassignments should not partnershipdivert attention fromQualified volunteers with the necessary skills for the job, and selecting projects which 

recruiting 
enhance development Participation.Work program areas in STD Services were found earlier in this evaluation (Chapter 6)to follow these criteria: 

• any type of work program is appropriate if a real need exists
 
* 
 the volunteer's capabilities match the job he is to perform
" the citizens of the local community are willing and able to participate in theproject.From other experience with foreign volunteer participation, a modification of "any type of 

Work Program" is recommended if STD Services are to cooperate: service with military or 
0Olice type projects-or in organizations which include weapons training-should be excluded. 

517
 



Otherwise all conditions for partnership-cooperation spelled out in the previous Sub-Chapterprevail and every effort made to integrate foreign volunteers into the regular operations of thehosting service. 

The funding of such partnership-cooperation encounters no difficulty,Services in developing countries and if it involves STDForeign Volunteer Services, as both can pay from regularbudgets. More difficult is the financing of joint volunteer projects between STD Services fromdeveloping and industrialized countries. Currently neither has authorization or appropriationto expend funds for international travel. A two-track approach to expand the financial basis issuggested: (a) to attempt a change in the sending services' authority for such programs, includ.ing appropriation of funds if possible, and (b) to raise outside funds as was mentioned earlier. 
In general, intra-regional cooperation
Asia and 

is already under consideration between STD Services inLatin America, and services from industrialized countries such as CSV/UK, ACTION/USA, Frontiers College/Canada, and Voluntary Social Services/Germany. There are indicationsthat some industrialized countries may be able toabroad finance domestic volunteers for servicevia funds allocated for Foreign Volunteer Service. ACTION,under consideration; the domestic programs and Peace Corps being unde-
for instance, has this 

this service a one umbrella givesbroader flexibility to accommodate a variety of partnership-cooperation
approaches. 

Exchange programs 
sided sending 

between STD Services have a better chance for realization than the oneto joint projects. It is an old idea, which could notbecause the organizational partners be pursued in the pastdid not exist or weresuch a two-way approach on strictly exchange terms. 
not equally advanced to attempt 

fied by CSV Recently, the idea wasin the UK. revived and speci-During the Sixth Seminar on "International Voluntary Service" heldby the Council of Europe from November 8-12, 1976, in Strasbourg/France, CSV proposed toother STD Services in developing countries and to their European andcolleagues, the exchange of a specific number of volunteers on a bilateral basis. For example, 
North American 

CSV would receive some BUTSI volunteers and would send the same number to Indonesia forone year. Volunteer costs including in-country training would be borne out of the regular budget of the receiving service. No administrative costs would be charged by either partner as theexisting administration is expected to manage this program.the uncertain Again, the international travel iscost factor. CSV suggests the establishment of a smalltravel international volunteerfund for this purpose supported by foundations, the British Council andmental and private sources. The problems of such 
other govern

a fund were discussed earlier-but community scholarships for travel or other local fund-raising could be alternatives. 
In his paper to the 1974 Dublin Conference on "VolunteersModernization and Development", Dr. Napitupulu, 

from Abroad as Agents for
Director of BUTSI,
"Ideally, confirmedthe movement this stand:of young people from country to countrybecome as volunteers shoulda genuine two-way-traffic" Even though he warnsdrain" of the the danger of the "brainof the very people needed most in Indonesia, he supports a balance between receiving
and sending volunteers "about 60 of the same sort of young people that we receive from other
countries". It appears that the materialization of a two-way volunteer traffic through exchangeprograms between ,ervices in industrialized and developing countries hasfeasibility than a one-sided sending or 
more than a higherreversethe "brain service. It also provides a structure to containdrain" to industrialized countries, as partnership-cooperation projects have built-inprovisions for the volunteer's return and his re-adjustment at home. Generally speaking, reentry support and employment assistance after completion of service are as much a feature of 
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Toward Partnership-Cooperation 
partnership-cooperation as the provisions made torecalled that employment-orientation send a volunteer abroad.of It should bea Development Service includes this support to theformer volunteer (see discussion on this issue in Chapter 9).Another variety of exchange programs concerns the partnerships between sister communities.

Here, the many forms of local community services-which do not necessarily havecoordinating body-have an a nationaloutlet for cooperation. Sister city programs are, of course, a tradi
tion in many countries and involve both official contacts between city governments and the
many different citizens groups and local associations. In proposing sister community partner
ship-cooperation, there is a somewhat different emphasis: a relationship between rural villages
and towns and the STD Services which serve them. This approach is favored by the Sri Lanka
Sarvodaya Shramadana Movement. As a community-wide service which involves all age groups 
their sister community partnership interests involve volunteers, staff and community leaders.
Partiership would also include fund raising activities and material support for such projects.

As a non-governmental service, the Shramadana Movement has achieved an especially high level
 
of internal mobilization of citizens' resources. An extension into partnership-cooperation with
foreigners would bring in additional assets to this service, but it also would give foreigners
learning experience with respect ato a localunique. A development participationlimited cooperation between the Shramadana Movement and some European coun

which is somewhattries and Canada alreadyreceiver" exists-but it has been-so far-primarily characterized by a giver:
relationship. With many communities in Northern industrialized countries reconsider

ing their international ties and 
 their stand on the new 
global issues, here is an area where,
through exchange of community service assignments, new avenues of mutual learning and help.ing can be explored, 

Reverse service of STD volunteers from developing to industrialized countries is a third form
for volunteer partnerships.
described "Volunteers 

It is a program type which was once realized through the earlierTo America".encountered then were 
As became apparent from this review, the problemsthe lack of appropriate organizational structure on the sending and

receiving side, and the inadequate authorization and appropriation of funds for such activities.
Today, it is believed that the organizationalproblem, structureif existing Development Services are 

for reverse service is not a significantgation of one operational part or 
used for both sending and receiving. The deleanother of reverse service to other governmental agencies 

should be avoided, in order to maintain reciprocity of service in normal operational channels.
For example, ACTION in the US, as an umbrellaprograms, already has the organizational framework 

for both domestic and foreign servicenot the case for Canada to accommodate such reciprocity. This isbetween Domestic and 
or the European countries where additional agreements are necessaryForeign Volunteer Services to accommodate the expansion of functions to reverse service and avoid undue competition for limited funds.

It appears that while STD Services in developing countries may be more preparedpate in a reverse to particiservice, the conditions in the receiving industrial country are not as favorable.
This concerns not only the legislators and policy makers, who will have to authorize such new 
forms of cooperation and provide a funding basis, but also the population at
fewer citizens in industrialized countries who large. There are
developing country can help them are really convinced thator a volunteer fromthat mutuality of learning would enhance their own

ahorizons. A recent paper by Michael W. Moynihan on "Attitudes of Americans on Coping with
Interdependence"83 indicates that foreign aid is supported only ifPeople who need help, and interdependence is primarily perceived 

it reaches in fact theand natural resources and food. as dependency on energyIn other words, interdependence is primarily perceived as an 
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economic relationship where Americans still have to give more than they need to receive. How.ever, Moynihan points to one important finding through polls in response to the question:"What new attitudes and arrangements may be required to enhance the capacity of Americansto cope with interdependence?" The answer is "For God's sake, be fair!" This fairness conceptisbelieved to be acentral factor in sharing the burdens of interdependence. 
Fairness not only in economic burdens but in opportunities to learn to cope with interdepend.ence may be the key to mobilize new public opinion in favor of reverse service. That is to say,a change of attitudes in industrialized countries-at least in the Americandirectly 	 society-may belinked to the concept of fairness. Reverse service"normal" as should become acceptable as 
Here, 

is the travel of Americans and Europeans abroad to serve developing countries.of course, the STD and Foreign Volunteer Services in industrialized countries have atask cut out for them at home-in what was described in Chapter 7 as development education 
at home. 

Thus, a one-way reverse service appears to have fewer chances to be realized early-unless thesebarriers can be overcome quickly. The volunteer exchange discussed before, may be the avenueto demonstrate the value of such cooperation in industrialized countries and help to bringabout the necessary changes in attitudes, legal basis and funding. 

Staff partnerships with STD Services have their place parallel to volunteer exchange programsor joint volunteer projects in developing as well as in industrialized countries. However, theearlier described staff exchange or internships as a part of an international staff training orforeign assistance program should be avoided. As discussed earlier in Chapter 11 these staffprograms have been proven to be less effective, as they are difficult to administer, costly andseldom serve the needs of either partner. 
The attempt should be to deepen or intensify the partnership-cooperation between Development Services through staff level participation. It should be recalled that no other foreign staffrole is planned in these cooperative relationships. This places staff partnerships on equal termswith national counterparts, a unique opportunity to expand on organizational relationships. Asdescribed in the previous Sub-Chapter, staff partnerships can be envisaged as short-term tasksto plan and implement volunteer partnership-cooperation programs, or they can entail longterm assignments parallel to those of volunteers. In principle, staff should be assigned according to professional background, experience and needs in the project. 
In sum, Social and Technical Development Services are equipped to handle all four types ofpartnership-cooperation. The feasibility, however, to go ahead early with these new forms of
relationships differ and current conditions suggest the following priorities for action:
 

1. 	 Volunteer exchange on a bi-lateral basis among STD Services both withindeveloping regions and with industrialized countries; 
2. 	 Sister community exchange programs with various types of communityservices-including those restricted to local level organizations; 
3. Joint volunteer projects in developing countries with participation of bothSTD 	and Foreign Volunteer Services; 

4. 	 Staff partnerships parallel to various forms of volunteer cooperation; 
5. Reciprocal service of volunteers from developing to industrialized countries. 
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Partnership-Cooperation 
by Foreign Volunteer ServicesBy legislation, organizational structure, operational experience and funding basis, these services 

are best prepared to change their current outside assistance relationships tonership. As indicated earlier 
one of equal partthe major problems anticipated to implement such changestwo fold:	 are 

t 
the currently higher living allowances and conditions afforded to foreignvolunteers in comparison to their domestic counterparts, and* 

Services 
 and the 

the Policy and regulations to operate through the field administrations bf FVresultant maintenance of a foreign "enclave" incountries. host 
In the previous Sub-Chapter, suggestions for changing these conditions were made in order to 

achieve a relation of true partnership character. Also, in the preceding paragraphs, the role of 

Foreign Volunteer Services as it relates to partnership with each category of Domestic Development Services was outlined. 

From a Foreign 

foreign assistance needs in mind-the following 


Volunteer Service point of view-and especially with gradually diminishingpartnership-cooperation 
programs can be outlined as new approaches:
 

Joint training with staff from Training and Employment Schemes
tion and learn to assist each other to supplement skills and raise the overall level of perform.
 
ance. It should 	

to prepare for the coopera.
be recalled that oneshortcomings and 	 of the major MVTlearn to ask for 	 group problemshelp and accept was to 	 admitthroughout the assignment period with certain en block sessions set aside for joint learning and 

it. The staff stpport should continueassessmekt of past performance, If desired, the joint staff training should be linked to further 
recurrent-,educational 

opportunities for bcth nationals and foreigners after they complete theirtour of service.
 
Joint 
 work program assignments with national staff in
which give priority Training and 
Employmentto employment preparation and support. While volunteer training arranged 
as 	 Schemesrecurrent educational opportunity is an equally important program area, it is properly a tasktraining. 
of the hosting service. Also, nationals may be increasingly available to take care of volunteer

Employment-orientation 

is more difficult 
to achieve because it requiresagriculture, actually settle farmers, craftsmen and those involved in local services; establish and 

a wider 
variety of management and business skills: to help prepare for self-employment in trades andSupport revolving funds for initial financing of self-employment;
marketing promotion, etc.	 

support cooperatives and 

Joint volunteer projects in ombudsmanServices 	 andin developing 	 manpower extensioncountries. For partnership-cooperation roles conducted by STDdevelopment oarticipation, 	 which aimsthe local community bases and the rural location 	
at modernizing 
are matdatory.the village leadership. They should be prepared for 	their joint service through in-country train-

Foreign and national volunteers should be assigned in teams and work under the supervision ofing as described in the previous Sub-Chapter. Priorities for their work program areas should be 
decided according to needs expressed by the community. However, continuous action-planning 
and community organizing should be the basic functions mastered in any kind of assignment. 
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Udochuku Uwakeneme, in his editorial notes in the conference report on "Volunteer Service 
and Development, Social Change and Conflict" 1( 19) specifies this as "a strategy of continuous
ly identifying "frontiers" or cutting edges in the world evolutionary life, from which we dare 
not to be absent or about which we cannot show complacency, if we are to pursue agoal of 
true development with justice. It is astrategy of joint vigilance and preparedness. " 

Staff partnerships with STD Services would involve the staff of Foreign Volunteer Services. As 
the role of the field representation of FV Services iseliminated in partnership-cooperation, the 
Joint work of foreign and national staff-under equal conditions-opens a new dimension for 
cooperat on. Of course, foreign staff should not compete with national staff or supplant them 
but, rather, expand the coverage of the hosting services both in professional areas and geo
graphical extension. 

Joint projects with various forms of local community services-in contrast to those with 
nationally organized Development Services. There are various local community programs 
which deserve such partnership-cooperation. The criteria for modernizing development and 
internal mobilization discussed in Chapter 10 should be applied to identify such effective local 
services. Foreign Volunteer Services also can play a role in establishing exchange programs with 
a sister community in an industrialized country as indicated for Social and Technical Develop
ment Services. 

Volunteer exchange and reverse service are two alternatives which Foreign Volunteer Services 
can further at home in two ways: 

* 	 through development education efforts to open the minds for such reci
procity of service, and 

* 	 by offering their services as a conduit to facilitate selection and prepara
tion of candidates in developing countries for exchange or reciprocal service. 

In sum, while the variety of partnership-cooperation approaches with Domestic Development 
Services may be limited for Foreign Volunteer Services,there are virtually no barriers in terms 
of cuantity and quality. Current legislation, operational experience or funding basis provide an 
opportunity for an early start with such equal term relationships. It is primarily a question of 
political will and leadership, whether Foreign Volunteer Services can begin this second track of 
partnership-cooperation now, parallel to their gradually diminishing role as "givers" of foreign 
assistance. 

Partnership-Cooperation with United Nations Volunteers 

As part of the United Nations, UNV must take a different stand than the bi-laterial Foreign 
Volunteer Services in this cooperative relationship. The current legal framework of UNV does 
not permit the participation of nationals in UN technical assistance projects-unless they are 
trainees. This provision precludes partnership-cooperation between domestic volunteers and 
UNVs in United Nations assisted orojects. 

Curther, as long as UNV is only permitted to assign multi-national volunteer groups to UN 
assisted projects, the participation in Domestic Development Services isprecluded-unless the 
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DOS receives UN aid. However, in the latter case, UNVsrole as "givers", paid under 	 are assignedUNV terms and supervised by the UNDP 

in a technical assistancehost country. These conditions preclude the partner role. 
Representative in the 

Thus, only if UNV is permitted
teer 	 to assign volunteers to non-UN assisted projects, adjust volun. 

pay 	and other provisions topower of the UNDP 
those of the cooperating DDSRepresentative-onlycooperation. 	 and excludes the supervising 

luctant 
If UNV could reach such flexibility, there is no doubt that many DDS, 

then 	will UNV be able to conduct true partnership.to cooperate with UNVshow more interest because of the significantly higher pay 
now re

flexibility requires 
in this United Nations service for volunteers, willscheme. Thep'ogram 	 achievement of partnershipor toward 

not 	only a review of the direction UNV will take-toward a junior expert 
a true community service-but also a reform of internal legal and administrative provisions and procedure.

T're is no doubt that-if UNV would achieve such a partnership-cooperation 
capability-it

would be a gain for the service and for those who participate. 

CONCLUDING THOUGHTS ON PARTNERSHIP-COOPERATION 
At the start of this evaluation the question was raised:between Domestic and 	Foreign Volunteer Services 

"What future international cooperationcan be anticioated that go beyond thePresent "giverand receiver' reationship,a re/atonshipthat does not interfere with the internal 
process ofcitizens' rnobilizat:on and Participation?" 

based on for thethe 	question 

Th 5s last chapter has attempted the answer. The assessment of partnership-c Uperation is againreasons: " Why at all?" As a consequence to the "why?", the 

objectives, elementary characteristics and action outlines were discussed-as farion 	materials supply an answer. as the evalua-

This new 
field of international relationships of course requires further exploration and study
not 	 only at a researcher's desk but inServices, 	 the local communities,the legislators and supervisors. Therediscussion-but 	 the offices of Developmentare many questions unanswered which requireof the Partnership concept can 

they should not prevent planning and action. Confirmation of the rightfulnessonly 	come from experience, and this requires testing in actualcooperation projects. 

While many questions may be 	 raised regarding prioritiesaction, 	 and organizationsome principles are firm:	 of partnership 
1. 	 Interdependence between developing and industrialized countries cannot be
 

realized in 
a satisfactory
reciprocity of 	 fairness 

manner for all parties if equal term conditions andamong peoplescooperation 	 are not established.among Development Services is a modest attempt to start at one 

Partnership.place to learn these new conditions and treat the average population from allparts of the world with equal consideration.
2. 	 Self-reliance of developing countries cannot be achieved in this inter-related
world 
 unless there are 	 non-dominating relationships with industrializedcountries. 
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3. 	 Mutuality of problem solving is required if our world is to remain livable and 

Mutuality of learning and helping among Developmentpeace maintaintd. 
a modest attempt to allow the average citizen participa-Services would be 

tion in the solution of problems, thereby contributing a new consensus and 

conscience among culturally different people. 

is not just another change in fashion, but a new relationshipThus, partnership-cooperation 
demanded for this new era of world interdependence which respects the need for self-reliant 

development of developing countries. To realize this new relationship, the political will of the 

people and even handed 	leadership are required. 

in the beginning of the 	development era oneWhen Development Services were established 
as one o. the answers to aid the poor. They were perceived to help solve athought of them 

problem with an end in sight. Today we know differently. Development Services have partici

pated in and contributed to the change of the times. With oth rs they have entered a new era 

and have a full task ahead to improve, expand and grow as organizations for recurrent educa
are notion, employment facilitation and the participation of citizens in development. They 

longer a limited outsider organization set up to fill a current gap, but a cultural institution in 

their own right to help guide the growth of their own societies and that of the global 

community. 

524 



APPENDICES A 

METHODOLOGY 



EVALUATION PROCEDURE APPENDIX A-1 

EVALUATION MATERIALSTo obtain a comparable data base for both the project and program evaluation of Developnt 
Services and foreign assistance agencies, two types of formats were developed:• Inventories, to record organizationalServices facts from Domestic(APpendix A-3) and foreign assistance agencies. Development

Bothemployed essentially the same layout. 
inventories 

Interview Questionnaires
aSdr nics.n ivdu l 

(Appendix A-4),and national individuals to record opinions from foreignon various aspects of Domestic Development
priority of opinions on 

Seven rating cards were integrated into the interview questionnaire to obtain
factors for success, failure of programs, 

volunteer and staff performance and community cooperation. 
leadership, 

Both inventories and interview questionnaires
and verify information (Appendix A-6) and focus on the following target data: 

were designed to overlap and thus Supplement* 
 Institution: legal basis, causes/needs, objectives;
• 
Programs: training, work/service (including foreign assistance);
* 
 Persons involved: volunteers, staff, directors, supervisory boards;
 
* Citizen/community 

participation, public acceptance;* Institutional linkages: national and international. 

TO assist in the actual field surveys and provide suPplemeltary 
data collection for the later assessment of the materials, two 

information on the process ofthe Part of the researchers formats for record keeping onwere applied:
 
* 
 Record of data collection for inventory of institutions (Appendix 7),T Record of individual interviews (Appendix 8).
Materials were
rector used in developed froman an earlier, and less comprehensive 

ISVS Staff Study 96 In addition, as early format this Projectas November 1973, an inquiry 
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was circulated to some Development Services to identify areas of their "need to know" with 
respect to the three questions raised in this evaluation. Also, the AID formats on evalua
tion 5.7, and relevant OECD publications146,48 were consulted. Finally, the international 
survey made by the United Nations Research Institute for Social Development "Inducing 

Social Change in Developing Communities" 60 and the study "Curricula Content For Six 

Technologies" by William Schill and Paul Arnold 10 7 were most useful for the design of these 
materials. 

STAFFING 

As pointed out in the main body of the report, three consultants, the ISVS Regional Director, 
and this Project Director recorded the data and conducted interviews inthe various regions: 

* Africa: 	 Uoochuku Uwakeneme, Managing Director, Ujamaa Consultants Limited, 
Lagos/Nigeria, obtained the required information from Domestic Develop
ment Services and from individual interviews in Benin, Kenya and Nigeria. 

* Asia: 	 Eugenia Jamias, of the Philippines and Program Coordinator for Peace 
Corps, conducted the inquiry in Malaysia and Thailand.
 
Helmut Weyers, then Regional Director of ISVS in Geneva, Switzerland
 
obtained the data in Indonesia and provided additional valuable informa
tion on the service in Panama and the multi-national volunteer teams.
 

* 	 Latin America: Cecilio Shaw R. of the Asociacion Panamena de Desarrollo in Panana con
ducted the survey in Costa Rica and provided data on the Panamanian 
service. Earlier, Domestic Development Services inColombia and Peru had 
agreed to supply data for this evaluation but when Mr. Shaw arrived they 
advised him that there must have been a misunderstanding and that they 
were not prepared to provide data in such depth. 

" Europe and 
North America: Irene Pinkau, Pro,2ct Director of this evaluation, collected data from 

Development Services and foreign assistance agencies. 

The three consultants were selected on the basis of their professional background and their 
experience with Domestic Development Services. They also had participated in previous ISVS 
activities and were familiar with the international scene. They conducted field surveys and 
interviews in their respective project countries and collected subsequent documentation and 
overall country statistics. 

A Preparation Conference for the consultants that lasted a week was conducted after the 
evaluation materials had been tested. During this week, the evaluation materials were finalized 
and each question posed was discussed thoroughly. Thus, they obtained in-depth briefing on 
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the scope, aim and methodology of inquiry. Also, guidelines
interview informants. 

were set down for the selection ofThe week, moreover, provided the opportunityTo perceive the evaluation as to get acquainted and grow together as a team. 
a team effort was essential in order to develop a common sense 

of purpose for the times when, in project countries, many decisions had to be made alone.
The evaluation sponsors joined the Conference for a day to get aquainted and discuss the scope 

of the evaluation and their specific interests in the results. These encounters formed the basis
for the subsequent field surveys and,in the evaluation. no doubt, increased the awareness of the issues involved

The consultants devoted three months to the field surveys and then submitted their findings 
with a summary report of their experience. 

DISCUSSION OF PROCEDURE
The structured approach tofield. One the data collectioncan, of course, was necessary because the study entered a new 

argue thatgeneral guidelines could have been pursued, leaving 
a more open ended approach of recording along somemore flexibility to the individual consultin each country, if small teamsavailable of experts-both 

ant. This might have been possible had there been more time and manpower for data collectionto study each local and fromcase on abroad-wouldthe spot. In retrospect, have beenan alternative approach which might 

have been preferred is the joint data collection between the consultant of each region and the 
However, the limited financial 

Project director. The latter might have provided the continuity between the regional efforts. 
resourcesrestricted didthe surveys to not 

against one professional consultanta less structured approach 

permit that broader based approach andcomprehensive evaluation available with which new data could have been compared. There are 

to the field 
per region. The principle considerationsurveys wasnumerous published that there is virtuallydescriptions no otherof such services,nothing with the illuminating details necessary to answer the questions raised in this evaluation. 

emphasizingBoth the compatibility aspects of programs,and comparability butas well as of data were 

ed recording approach. 

too important for systematic analysis
 
for comparison between organizations and categories, to leave them to an open end. 

All of these considerations led to the developmentInventories and Interview Questionnaires. of structured 
Often, not all of the data requested was 
al set-up did not exist or the informationtotal inquiry was simply not available. But in the context of the 

a non-reply was 

supplied, because a program sector or an organization.
organizational also an answer.structure, management andinformation 

It indicated either different approaches,requested feedback. There or lesswas wererejected because "they 
classified (for example budgets) and others where questions were 

a few instances whererevealed thetoo much". For the individual consultant, obtaining the data
obtaining 
Often required detailed explanation of the request and occasional rephrasing. The difficulty in 

the correct data was duealso indicates that the "state of the art" 
extent to different administrative 

to some 
of Development Services and their management is at 

Varying levels of evolvement in many countries. 

systems, but 
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The interviews were comprehensive and required an educated and knowledgeable respondent.oriented toward these respondents would 

This excluded the less educated volunteer from the inquiry. An additional questionnaireUwakeneme, conducted have been helpful. morea number of open ended The African consultant, Mr.interviews with volunteers and villagers 
which provided most interesting views. Also, the selection of interview respondents on the part 

of consultants was more difficult than anticipated. Most of the interviews were arranged by thetive and volunteer respondenti. Also, 

office of the Development Service which resulted in a certain disproportion between execu.someinterpreters. Apart from these shortcomings, the interviews were 
of the interviews had to be conducted throughbalanced between nationals 

and foreigners and reflected the profile of cooperation experience available in each categry 
(see Appendix 


A-5).
 

relationships defies rigorous statistical methods. Apart from funding limitations, it isbelieved 

Finally, an inquiry of this kind with an emphasis on the qualitative nature of organizations andthat a statistical sampling would not have enhanced the principle findings of the study. The 
breadth of the data base is secured by the selection criteria (Appendix A-2) for countries and 
Development Services which would supply the information. 

Overall, 

Domestic 
 Development and Foreign 

the evaluation materials, together with the supplementary documents obtained fromVolunteer Services proveddata 
and 

to be complete for in-depth 
evaluation and sufficient to detect and correct inconsistencies in replies. A few verifications of 

were necessary were obtained via correspondence withorganizations concerned. the consultant
3 or the 
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SCHEDULE OF TASKS 

were appropriated, co-sponsors 
The evaluation was scheduled in different phases which required two adjustments until fundshad committed 
contracted. These were the phases of the study: 

their cooperation, and the consultants were 

" Pre-Phase, October-December 1973: Discussion of evaluation proposal withpotential sponsors, finalization and submission of proposals. 
" Phase I Preparation, January-March, 1974: Developmentmaterials, identification of cooperating Development 

of evaluation 
Services and foreignassistance agencies, contracting of consultants, approval of evaluation proposal on the part of s,xmnsors and award of funds. 

* Phase II Data Recording, April-December 1974: Testing of evaluationmaterials, Preparatiun Seminar (June 16-21, 1974), data collection in thefive regions and submission of evaluation materials to the Project Director(the final materials were, in fact, received in March 1975). 
" Phase III Preliminary Assessment, January-Juneliminary assessment of 

1975: Review and preevaluation materials, study of pertinent literature,drafting of two volume preliminary report and Compendium. 
* Phase IV Evaluation Conference with Sponsors, June 3 0-July 2, 1975, fordiscussion of the preliminary reports, assessments of findings and guidancefor the main evaluation and reporting process. Itmore importance on 

was then decided to place 
ment Services as 

the evaluation of the role and performance of Developoriginally planned, by emphasizing policy issues and theexploration of cooperative relationships. This was a sensible decision on thepart of the sponsors as
and, 

the data bases permitted such expansion of scopeno doubt, the results of evaluation have been enhanced from the moreintensive inquiry. But the extended format also required more time so thatthe schedule for the completion of the report twice had to be extended. 
" Phase V Main Assessment and Report Writing, August 19 7 5-July 1977,presentation of factual data from 30 Development Services in 14 countriesin Volume II, Compendium; assessment of field data and study of relevantother research and literature, composition of the main report (Volume I),highlighting of findings in a separate third summary document. 

The Dissemination of the Evaluation Results is considered a crucial programmerely restricted to the mailing of reports. sector and not 
IGct Director was 

In fact, during the writing of the reports, the Prorequested on various occasions to present findings of the study to audiencest6he field of education and volunteer services. It isplanned to further disseminate the results'fl individual consultations 
t0 to bring the study close to the practitioner, and its recommenda.ins to implementation. 
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APPENDIX A-2 
CRITERIA FOR THE SELECTION OF DOMESTIC DEVELOPMENT SERVICE PROJECTS 

For the purpose of this evaluation some "typical" domestic service projects were selected on 
the basis of the following criteria: 
1. Diversity of geographical area, culture, and governmental system; 
2. Different types and sizes of foreign assistance programs, such as: 

Different types and sizes of Domestic Development Services having received this assist. 

* personnel assignments: long-term versus short-term, 
volunteer versjs expert, 

* capital investment for: facilities, 

* Material supplies for: 

training of personnel, 
operational cost, 

construction of facilities, 

3. 

equipment to carry out program,
education and training. 

ance, for example: 

* training & employment schemes, university services,social & technical development services, 
* nationwide programs with more than 1,000 volunteers involved;nationwide programs with less than 1,000 volunteers participating;

local programs. 
4. 	 Individual assistance to one country project versus group assistance (such as regional andsub-regional training seminars, consultative conferences, etc.); 
5. Bilateral versus multi-national approaches; 
6. Different stages of foreign assistance projects: planning, preparation, implementation,

execution phases, or completed projects. 
7. Limitation of resources available for the field evaluation. 
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APPENDIX A-3 

S[CO(TARIAT
INTURNATIONAL
OU S11VICjYVDL TAIII. INININATION*L SICRITARIATFORVOLUNTEIRStIlC( . SICNITAIA INTIACINAL PARA IL StI1ICIO VOLUNTARIO 

March 11, 1974
 
h/cw-0166
 
ree-3-7/x
 

INVENTORY OF DATA
 
OF
DOMESTIC DEVELOP-EENT SERVICES 
(DDS)
 

The INVENTORY OF DATA is designed for recording the 
facts
of DDS, including foreign assistance they may have received. This
INVENTORY is a working document for the evaluator. The recording
of data requested below should be based upon organizational and/
or public records. 
If this is 
not possible, other 
sources of information should he stated explicitly next 
to the relevant question. Documents, containina details of the information requested,
should be numbered, listed, and attached to the completed INVENTORY.
Of special importance are: 
Legislation establishing the organization;
Executive Orders with legal implications for program goals, supervising powers, budget, etc.; organizational charts; organizational
statistics and Annual Reports; 
list of Board Members; description
of training and work programs; management manuals,
If the space provided in the etc.
INVENTORY is insufficient for replying
thorougly to each question, additional pages should be added.
 

1. INSTITUTION 

COUNTRY:
1.1 Name of DDS:
 

1.2 Address: 

-Tel.:1.3 
Name(s) of Director(s)
 

6 1.4 What Le islation? As of: 
 Title:
 

Incorporated as:
 

Latest Amendment 
as of: 
 Title:
l.5 Who were 
the Founders? (Persons, Institutions)
 

1 /1.6 Who supervises?(Agency/Board/Council)1)
 

1) 
List type of supervision and 
institutions involved
 

1665 Thirtysecond Street, N.W., Washington, D. C. 20007; Tel.: (202) 33&3475 
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h/cw-0 166 
ree-3-7/x 

1.7 What are the Objectives according to Legislation? 

Who proposed them? (Persons, Institutions) 

/fl 

/DOC.# /1.8 

What are Objectives now (today)? 

How have they been modified? 2 ) 

What caused the establishment of the DDS according to Legislation 
or founding documents? 

/DOC.# /1.9 What needs have been documented in response to the above caiuses? 

2. PROGRAM 

2.1 What Type of Srvice?3 ) 

Duration/Schedule: 

Location of Service: 4 ) 

months; 

;3) 

full-time 

part-time 

other: 

/--7 

/ 

2) through Amendment; Executive Order; Policies; Program Guidelines.3) University Service; Social&Technical Service; Training&Employment
Scheme; and: Compulsory Military Service; Military Deferment;University Credit Program; Voluntary; Junior Emplyment Program.4) Camps, training farms, settlements, group lodging, individual 
accommodations, etc. 
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h/cw-0166

ree-3-7/x
 

2.2 Training Program

/OC.# 72.21 What are 
the documented Training Goals?_________ 
 _
 

Who devised 

them?
 

Who approved 

them?
 

What is the Training Frequency and Rate according to Goals?
(a) Number of volunteers trained per yeaT:
- in first year of operation?
in 1973? 
 volunteers/per 
year
volunteers/per year
(b) Number of training hours per volunteer:
- in first year of operation? p

- in 1973? hours/per volunteer
 - thours/per volunteer
 

1-&-
 72.22 What kind of Training Periods?
 

(a) Basic Training

(b) vocational/Technical 
Training hours per training
____hours 
,peiod
 

period- Classroom 

hours 
 ,
 

- Workshop 

(c) Work Program/On-The-Job-Training hours
 

hours per work pro(d) Others: 

gram period
hours per training
How many hours per week are scheduled for Training? 
 period
What is the daily schedule for the major Training Periods?
 

rrainin@ Period:
 

Time 
 Type of
hrs.-hrs. TimeActivit Type of
hrs- hrs. 
 Activit
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h/cw-0166
ree-3-7/x 

/ DC.F 2.23 What type of Curriculum is applied in various Training Periods?
 

Courses 


literacy
 

languages

l o c a l
 

- internat. 
ountry/cul
ural studies 

)hysical
ealth

ducation 


training
ivic
community
 

evelopment 


istory
 

geography 

natural sc./
 
environment
F SS-ci
social
 

issues 


farming/

griculture
vocational/ 

technical
 
eacherstraining
 

ocial/youth/
 
dult educ.
 

ers:
 

i3dL 

Training
hrs./period 

Vocational/Techn. Other: 

Training
hrs./period hrs./period 

_ 
____________________ 

I 

4 

_ 

_ 

_ _ _ _ _ _ 

_ 

_ _ _ _ _ _ _ _ _ 

Who designs Curriculum?
 

Who approves Curriculum?
 

2.24 How many Training Programs per year?
 -
- In year of DDS establishment 19..: number of program 
- In 1973: number of Training Programs. 
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h/cw-0166
 
ree-3-7/x
 

2.25 	How many volunteers/trainees are assigned to each learning

group?(List type of course, if size of group differs)
 

Who provides leadership to individual learning groups?
 

What principles and rules guide the activities of the learning

group?
 

Who devised the rules?
 

Who approved the rules?
 

XF72.26 What Methodologies are applied for various courses?
 

Who designed Methodology?
 

Who approved Methodology?
 

2.27 	What type of Training Materials are available?
 

Why have they been developed?
 

2.28 	How are the materials used and accepted?
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h/cw-0166 
ree-3-7/x
 

/-DZT72.29 What has been achieved through training?
 

5 )
 
are applied?
What achievement standards
/DOC.# 


6 )
 

training achievements identified?
 How are 


When are achievements 
identified?

7 )
 

Who identifies training achievements?
/DOC.# / 


2.3 Work Program
 

/DO.F72.3l What are the documented Work Program 
Goals?
 

Who devised the Goals?
 

Wlho approved Goals?
 

applied for the Work Program?
/9T7/ What Standards are 


What is the Work Program Frequency 	 and Rate according to Goals? 
Programs:(a) Number of volunteers/per year 	employed in Work 

- in first year of operation? 	 volunteers/per year 
volunteers/per year- in 1973? 

(b) Number of working hours/per volunteer/per service period: 

-	 in first year of operat on? -hours/per volunteer 
hours/per volunteer- in 1973? 

in Work Programe(c) Number of volunteer man-years employed 
volunteer man-years.
in 1973? 


of age, working 270 days,equall*One volunteer over 20 years 
between 16-20 years of age,

one man-year; one volunteer 
270 days, equals 2/3 man-year; one volunteer betwei

working 
270 days work period,equals 1/3man-ear

14-16 years of age, 
or Figth Grade proficiency

5) Such as: literacy proficiency, 	 Fifth 
proficiency (equivalent), teachel

(or equivalent), technical skill 
administration proficiency(equivalent

training equivalent, public 
6) List types of feedback arrangements, tests, etc.
 

7) List schedule for feedback and tests, etc.
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h/cw-0166
 
ree-3- 7/x
 

'c. 72.32 What tye of Work Programs are carried out by volunteers? 8) 
ype o Duration 

Number of Volunteers 

ork Pro rams: teeks/volunteer Female Male TOAPri muary 
TO A 

Education 
Secondary- --n_ _ Vcat./n . 

E.-. 

rainin 
nversirasp r 
echn.Education 

ducationume ounteers
in Education, Sub-Total:Farming/-

_ _ _ _ _ _ _ 

-

_ii 

gricul ture 

nustry,Mi ning, 
andicraft, rural 
InuntryDevel

andicraft, urban 
owr, Transporta 
ommunication 
St ration 

Trade, a ing ,-nsuranceTuim 

- --- I 

eural areas 
ea t Ser 

umerf Volune ers--

orban horea t Se rv ice , 

rural _ _ _ ooca S rvice ,
ommunity Devel
ooment , urbanSocia Serie 

s e w k 

- - __ 

- - - _ _ _ 

e lu 
--  - - - -

e 

__ _ 

?men, rural 

uer ofVolunteers 

in Wrkro~rms 973: 

j 

How many hours per week does each volunteer work in WorkPrograms? hours/per week/per volunteer 

8) For Classification see Appendix 1 
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h/cw-0166 
ree-3-7/x
 

/DOC.# /2.33 	What are the Goals of individual Work vrojects? (Give example
 
and attach "typical"Work Project descriptions)
 

Who devised Work Project Goals?
 

Who approved them?___ _
 

/DOC.# /2.34 	What Criteria are employed for selecting Work Projects?
 

Who selects Work Projects?
 

Who approves Work Projects?
 

What steps are taken to develop Work Projects Plans?
9 )
 

/DOC.# /2.35 


Who is responsible for plan development?
 

What national sources participate in Work Project planning?
 

What international sources participate in Work Project planning? 

How long does it take to complete Work Project Plan?
 

Who pays for the planning?
 

/DoC.# /2.36 What steps are taken to implement Work Project Plans?
9 )
 

Who is responsible for implementation?
 

/DO_.#/ What guidelines govern Work Project implementation?
 

How long does 	it take to implement Work Project Plans?
 

9) List sequence of planning and implementation steps.
 

540
 



h/cw-0166
 
ree-3-7/x
 

--72.37 What tasks are 
 -n-eua aaeetof Work Proieets? )
performed in reular mana9ementeofo Proects
Sequence 0ofTasks 0hi s 
t 

responsible? e ~ f cManagement n n 7Level. 

What Guidelines are employed for supervision and management
of Work Projects?
 

Who developed the Guidelines?
 

Who approved 

them?
2.38 How many volunteers have single work assignments?
 

How many volunteers 
are assigned in groups?
 
Average number of volunteers/per working group?
(list type of project, if size of groups differ largely)
*) Supervisory, Directors, Top Executives 
(Head- of Departments,
etc.), Executives 
(Projects, Programming, Administrativeetc.)


Volunteers, receiving community.
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h/cw-0166 

ree-3-7/x
 

Who provides leadership in individual working groups?
 

How are leaders (se)elected?
 

What rules guide the working group?
/DOC.# 


Who devised the rules?
 

Who approved the rules?
 

/DC5CT72.39 What has been achieved through Work Projects since be inni?
 
Type of Projects Duration of Volunteer Ac everents 
completed Work Projects Man-Years/ docuzent,. 

(use Classification 1 from - 19. per Work Proj (Outnut)14j 

/DOC.# / 

/Doc.# / 

/DOC.# / 

/DOC.# 7

/Doc .T-7 
/DOC.# / _ _ _ _ _ _ _ _ _ 

/DOC.##
 

What kind of achievements are identified Der individual volun

teer assignment/ Work Program period ?
 

work are applied 0 ) 

/DOC.# / What achievement Standards for volunteer 

_
 _ 
_ 

How are work achievements identified?_ 
/DOC.# / 

12)
 
When are work Lchievements identified?_
 

Who id,..tifies work achievements?
1 3 )
 

10) Such as: technical, planning, administrative proficiency; punctua" 

lity; cooperation with co-workers; leadership, etc. 

11) List types of feedback arrangements, tests, etc. 

12) List schedule of feedback, tests, etc. 
13) Such as: Supervisors, co-volunteers, subordinates, local commUf" 

ty (rec ipient of work programs). 
14) List achievements in kind and market value(local currency), eu~h 

farms settled, devclOP
as:road/houses constructed, jobs created 

ment administration in rural areas expanded, otc.
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h/cw-o 166 
ree-3-7/x 

2.4 Other Volunteer Activities
 
/DOC./2.41 What other Activities 
are 
carried out by volunteers? 15 )
 

What are 
the 	Goals of these Activities?
 

Who devised the Goals? 

Who approved them? 
/D0C.# /2.42 fow man volunteers are en a 

Type o uratlon ofActivity Service per 
Olunteerl6) 

ed in various tyes of Activities? 

Number of Volunteers in 1973 
Female Male TOTAL 

2.43 Who selects the other Activities of Volunteers? 


What Criteria for selection 	

_
 

are 	applied?
 
Who approves other Volunteer Activities? 

/7 .44 What is achieved through these Activities?1 7 )
 

15) 	Such as: Emergency relief in
youth or cases of disaster; leadership for
sport clubs and adult education on 
evenings and weekends;
local community development; holder of elected office; participation in political party, etc.
16) Express in hours, days or weeks/per volunteer/per service period.
17) 	List achievements or appreciations expressed; who expressed them
and when?
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h/cw-O 166
 
ree- 3-7/x 

2.5 Foreign Assistance
 

/DOC.O /2.51 	What Type of Foreign Assistance has been received for the
 
various Pro rams of the DDS since it's inception?
 
Type of DDS Year of Type o Foreign Assistance 
Activity re- Assistance Personnel11) Kind of Capita Provide' 
ceiving For- &Duration Expert Voluntee Materia US $: 
eLgn Assist._ 	 _ 

Stiulation of 
DES
 of


Planning

DDS
 

Programming of
DDS
 

Staff
 
Tra ining
 
Management of
DDS 

Volunteer
 
Training
 

Volunteer 19)
 
Work Program: 	 .........
 

/D -- 72.52 What are the Objectives of Foreign Assistance participation in DD: 
according to official policy statements, quidelines, etc.?
 

Who developed these Objectives? 

Who approved Objectives? 

2.53 Describe each camof Foreign Assistance provided to the DDS: 

/Of.7i7 1. 

/Doc. 2. 

/DOC.I / 3. 

List number and job title of assigned personnel.
18) 

19) Apply Classification No. 1 for Volunteer Work Programs.
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h/cW-0166
 
ree-3-

7/x
 

Answer the following questions separately for each Foreign

Assistance case on Documents listed under 2.53:
 

(a) Who suggested Foreign Assistance Project? 2 0 )
 

2 0 )
 
(b) Who developed Assistance Proposal?


Who approved the Proposal?
2 0 )
 

What Criteria were applied for approval?
 

Were parts of the original Proposal modified or rejected?
 

Why?
 

How long did it take to develop, modify and approve Proposal?
 

What factors influenced the timing of approval process?
 

Who determined 
these factors?
 

What Tasks were involved to achieve approval of Proposal?
 
Sequence of Offices or Persons involved in Apprcal 
Duration
Tasks In-Country 
 Foreign Ass. Partner weeks
 

(c)How long did it take to implement Foreign Assistance after
 
approval of Proposal? weeks.
 
What sequence of steps were involved to implement the Foreign

Assistance 	Pro ect?
 
Sequence of " Decisions W.o decided? Who carried out?20)

Steps taken involved In-Country Foreign.Ass.Partner
 

20) List Institution, persons job title, his function in Institution,
 
age, sex, educational/professional background.
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h/cw-0166
 
ree-3- 7 /x 

What steps, during implementation, were essential for success?
 

Why?
 

What kind of major problems occured durinq implementation?_
 

Why?
 

(d) What tasks were involved to launch the Foreign Assistance
 
Project?
 
Sequence of Decisions Who decided? Who carried out? 20)
 
Tasks involved In-Country fForeign.Ass.Partner
 

What major problems occured during launching period?
 

Why?
 

How long did launching period last (until regular operations
 
began)? weeks.
 

21)
 
(e) What was the Role of Foreign Assistance Personnel in relation
 

to Supervisors, Colleagues, Counterparts, Students, and Sub

ordinates as documented in Proposals and Plans?
 

21) Role being:assigned functions and behavioral patterns concerning
 
interaction
technical/professional, cultural,political, etc., 


between people, describe role plans and facts.
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h/cw-0166
 
ree-3-7/x
 

3. PERSONNEL
 

3.1 Volunteers
 
3.11 What 
formal arrangements 
cover 
 the individual volunteer 

/DOC.T#7 
during Servir'c ? (Living Allowance, housing, insurance, healthcare, career service, etc.)
 

IDOC. #/
 
IDOC. F-7
 

3.12 Who supplies the volunteers? 
(Describe origin of applicants)
 

/_DC. / 
 flow 
are volunteers recruitod?(Describe recruitment procedure)
 

What Criteria are employed for recruitment? 2 2 )
 

Who developed the Criteria?
 
Who approved the Criteria?
 

/ 73.13 low are volunteers selected and placed in Training and Work Programs?(Describe procedure)23)
 

What Criteria are employed for volunteer selection?
 

Who developed Criteria?
 
Who approved the Criteria?
22) Such 
as: age range, limitation to 
one sex only, educational background required, completed military service required, etc.
23) If all applicants are 
accepted for service and
dure no selection proceare employed, please, indicate and describe placement only.
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h/cw-0166 - 17 
ree-3-7/x
 

What 	Criteria are employed for volunteer placement?
 

Who 	developed Criteria?
 

Who 	approved Placement Criteria?
 

3.14 	How many Volunteers applied and servedF
 Year 1972 1973 

rotal number of Applicants:

of which:
 

(a) were rejected by DDS:
 

(b) withdrew voluntarily 	 -

Total number entering Training:
 
of which:
 

(a) were dropped by DDS - - 

(b) withdrew voluntarily - - -

Total Volunteers sent into Work Progra_
 

Volunteers remaining from previous ye
 
Total number
 
of Volunteers in Work Proarams
 
Total number
 
of volunteers completed service in:
 
of which were:
 

(a) 	normal terminations:
 
(b) 	early terminations du-eto
 

unavoidable circumstances:
 
(c) 	early terminations due to
 

unsatisfactory performance_
 

3.15 	How many foreign Volunteers served in a When? 
Volunteer capacity next to nationals? 19.. 19.. 19.. 

Total number of foreign volunteers:
 
of which: 

(a) normal terminations: _ 

(b) early terminations due to
 
unavoidable circumstances:
 

(c) early terminations due to _ 

unsatisfactory performance _ _ 

Total number of foreign volunteers currently assigned:
 

24) 	in case of two years volunteer programs, or extension of one
 
year assignments.
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h/CW-O1 6 6  	
- 18 

ree-3- 7/x
 

3.16 	Age Range and Male/Female Ratio of Volunteers in
Age Range Number o 1973?
Number of Volunteers in 1973
ears 
 olunteers 
 Male Female Married marr.&children
 

under 15
 

16 - 20
 

21 - 25
 

26 - 30
 

31 - 35
 

over 35
 
Tota n 
 er 
of Volunteer
 

3.17 What is the Educational Background of Volunteers?
What is Volunteers Profession or Vajor Vield of Study?(For
Classifications 
see A
Education 
 endix 2. and 3. respectivel ).umer of Professiblon or 
 'Number of
Years of School Volunteers Field of Study 
 Volunteers

1973 
 1973 

choolin. 
 A
Aiculture
 

to 5 ears 
 __Commerce,Bankin
 

to 8- ears 
 Economics
 

to 10 years 	 Education
eneral Secondar 
 Engineering,
 
12 ears Handicrafts
ec nica Sec-- Law, Pu icar .- ears 
 Administration
 

yars, in3il.econd./Techn. 
 Natural Science
5 years,inc 
Power,Communication,
Ocational 
tr . Trans ortation
 years universi 
 Socia Science, Fine
above second. 
 Arts, Humanities
 years or more 
 Labor Relations,
niversit 
 Social Service
 

years 
or more
ut 
no de ree 
 Medical Science
 
t er: 
 Ot er: 

Otal 	 Numbero 
olunteers
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or Regulations guide the service of Volunteers/DOCT73.18 What other Rules 
General Rules of Conduct, vacation policies, etc.),
(Such as: 

/U0c-. F-7 

Who devised the Rules?
 

When?
Who approved them? 


/DOC.* 73.19. What Employment/Career Service is provided to former Volunteers? 
(Describe):
 

What are the Standards for Employment Service?
 

Who devised them?
 

When?
Who approved them? 


Who manages the Employment Service? 

Where are former Volunteers employed?
 Number of former 

Volunteers employedField of Employment 
as of December 1973

atploomen 


agricultuxe ___________at home, 
land settlement schemes
 

craftsmen, technical,
 
industrial
 
public works
 
construction 
 _
 

Pub ic
 
transportation
 
Public 
Administration
 

Education
 

Police Force
 
Volunteers continuing
 

own education 

Unemployed
 

Total number of former Volunteers:
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3.2 	Executives
 

3.21 Who are the Executives?
 
(a) Full-time Executives:
 

TOtal 
 of which: Age * Background 25)Position Number Female Forei 
n Rane Education Profession
 
Directors:
 

Executives:
 
-Administrat.
 

.-Volunteer
 
Recruitm.
 
-Training,
 
Headquarter
 
-Training
 
Center
 
-Work Program,
 
Head uarter
 
-Work Program
 
Field
 
-Other:
 

-Supporting
 
Services ff
 

Total numberAverae
I~otl nuber:oldes
 age, youngest,
 

Where are full-time Executives coming from? 
(Describe origin)
 

Other

(b) types of Executives 
(Describe number, assignments,Lackgroun4
 

(c) 	Who 
are Previous Directors of the DDS?
 

Name 
Period of Special Professional
Assignment Accomplishments Background 
 Ae
 

om lii
 

25) 	List the numbers of categories in Classifications No. 2.or 3.
 
respectively (Appendix).
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the 	Employment arrangements? (Describe contracts)
/DOC.# /3.22 What are 


Who 	employs?
 

3.23 	How are Executives recruited?
 

What selection criteria are employed?_
 

/DOC.# /3.24 How are Executives prepared? (Staff Training)
 

Who prepares/trains?
 

/3.25 How do Executives work and cooperate?(Rules of Conduct, Staff
/DOC.# 

Regulations, Director/Staff meetings,etc.)
 

/3.26 What kind of Career Service 
is provided to Executives?_26)
 

/DOC.# 


3.3 Board/Council
 

/DOC. 	 7/3.31 Who are the Board/Council Members supervising the DDS?
 

ckgroun cul-,
 
Profe s s i ttu

Representative from: Number Sex Age Educats 

I 

26) Such as: Civil Service, University Tenure, etc.
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3.32 How are Board/Council Members elected/appointed?
 

Who elects/appoints?_
 

What is 
the tenure?
 
,,-F-73.33 What Rules and Regulations govern Board/Council Meetings?
 

Who established those Rules?
 
How often are 
regular Meetings scheduled?
 
Are regular Meetings open 
to 
the Public?
 

2. 
 3.34 What is the legal basis for Board/Council Decisions?
 

How are 
Decisions published?
 

How are 
they enforced?
 

3.35 What kind of Communication exists between Board/Council Members
 
and Volunteers?
 

How often do Board/Council Members see Volunteers at work?
 

3.4 Public Participation
 

73.41 How is Public/Citizens Participation encouraged?
 

Where do they participate?
 

3.42 What are 
the Goals of Citizen Participation?
 

3.43 Who is responsible for encouraging Citizen Participation?
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4. ORGANIZATION, ADMINISTRATION, BUDGET
 

4.1 Organization
 

/DOC.#T74.11 How is the DDS Organization structured? (Attach Organizational
 
Chart):
 

Main 	Departments/Divisions Functions Location
 
(a) Headquarters:
 

(b) Field: 

Who developed Organizational Structure? ___________ 

Who approved it?_______________________ 

/-DOCTTV74.l2 What are the Management Procedures/Administrative Guidelines? 
(Attach Manual/Guidelines)___________________
 

the stated Goals of Management? ____________What 	are 


stated Performance Standards?___________
What 	are the 


4.13 	What kind of Feedback/Evaluation is provided concerning Per

formance and Achievements of the organization?_____ 

554
 

http:DOCTTV74.l2
http:DOC.#T74.11


h/cw-0 166 
ree-3-7/x 

What are Feedback/Evaluation Procedures? 

Who is responsible for Feedback/Evaluation? 

__OC.__ 

/DOC.#/ 

/ 

Who receives the Reports? 

Which Reports are available? 

/DOC. 

4.2 Budqet 

74.21 What are the Costs? 

Major Cost Items: 

(List major Cost Items, 

1 2 

includin 

1 

Overhead) 

TOTAL COSTS: 
 ** ** 
List type of currency;**Actual Costs;***Budget
 

74.22 What are 
the Costs per Volunteer in 1973?
 
Total Cost/per volunteer/per year:
of which for: 
Volunteer recruitment
 

& selection
 
Volunteer training
 
Work Program:
 
-living allowances
 
-transportation
 
-equipment
 
-medical care
 
-other:
 
Organization
 
Overhead
 

4.23 Who approves Budget?
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/DOC.F74.24 Who provides Revenue? (List amounts/per source):
 

Sources of Revenue2 7 ) 1972 1973 11974
 

ITOTAL REVENUE _ 

List type currency;**Actual Revenue;***Budget 

What payments in kind or services free of charge have been
 
received? (Equipment, housing, free transportation,medical care)
 
Type of Service or 1972 1973 1974 -

Payment in Kind Source !Amount Amount Amount
 

4.25 Who supervises Expenditures and secures Revenues?
 

2 8 )
/DOC._ According to which Rules and Regulations?


5. COOPERATION WITH OTHER INSTITUTIONS
 

/DOC./75.1 What Agreements/Arrangements of Cooperation exist with other
 
national and international Institutions?
 

27) Including: National Budget/Governmental Department, bilateral
 
and international foreign assistance, income from activities
 
(farming, mechanical workshops, selling of products, etc.).


28) Including foreign investment regulations.
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Who is authorized to sign such Agreements?
 
5.2 What are 
the major Provisions concerning the Cooperation
Name of 
 ?
C
 

n Goals / Provisions
 

5.3 
 What has been achieved through this Cooperation?
 

What Achievement Standards are employed for this Cooperation?
 

Who developed 
them?
 

Who approved them?
 

REMARKS:
 

APENDICES: Classification Nos. l.-
 3.
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CLASSIFICATION OF' VOLUNTEER WORK PROGRAMS
 

All volunteers working in educational institutions (including
 
technical and vocational centers) for the purpose nf teaching and
 
training should be recorded under the respoctivu etucational cate
gory, irrespective of whether their professional qualifications
 
would designate them as "teachers". The only exception is personnel
 
in medical and nursin training, who should be recnrded under
 
Health Services.
 

Category Classification
 
No.
 

1 Primary Education
 
2 Secondary Education
 
3 University and Higher Technical Education
 
4 Non-University Technical and Vocational Training: Volun

teers workinq in vocational training ccnters, agricultural
 
and industrial training, etc.
 

5 Other Education: Volunteers in teachers training, non

formal edc( -ton,manaement and administration, etc.
 
6 Agriculture:
 

(a) 	Land and water use, farm machinery and tools
 
(b) 	Crop production and protection
 
(c) 	Animal production
 
(d) 	 Veterinary medicine and disease control 
(e) 	 Agricultural economics 
(f 	 Trade of agricultural products, including marketing, dis

tribution, advertising, market researh, banking
 
(g) 	Agricultural cooperatives
 
(h) 	Agricultural extension
 
(i) 	Home economics and nutrition
 
(j) 	Forestry
 
(k) 	Fishing
 
(1) Other agriculture
 

7 Industry, Mining and Handicrafts (rural and urban):
 

(a) 	Manufacturing industries
 
(b) 	Engineering and construction(excluding public works constr.)
 
(c) 	Mining
 
(d) 	Management, automation, accountancy, business finance
 
(e) Cottage industries and handicraft
 

8 Power, Transportation and Communication:
 

(a) 	Power production, distribution,includinq construction
 
(b) 	Atomic energy
 
(c) 	Transportation (road, railrod,water,aviation), ieluding
 

construction, transportation safety, etc.
 

(d) 	Communication: telephone, telecommunication, mass mediatc.
 
(e) 	Water works and other public utilities
 
(f) Meteoroloqy
 

9 
 Public Administration: including Law, environmental control,
 
public safety, National Park administration, etc.
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Category 

Classification
 

No.
 

10 
 Economics, Planning, Surves:
(a) Eonomic planning and policy(development 

programs, central
Smontary a 
 fiscal policy, etc.)
(b) statistics
(c) 	 (,i'l kinds: population, economic, agriculturetc) 

Economic surveys and pre-investment studies (preparation
of development 
programs and projects, etc., 
but excluding
surveys of physical 	resources)
(d) Surveys of ndtural 
resources
(e) Cartography, mappinq, 
aeridl surveys, photoqramnetry
(fM Demoqraphy and manpower studies
11 

(a) T 


Trade, Bankin, Insurance, Publishing,
romotion: marketTin	 Tourism
 
' distribution, advertising,
market researc-h 
(excludinQ trade promotion agriculture)


(b) Cooperatives (excludinq agricultural and housinq cooperat.)
(c) Insurance and bankinq
(d) Publishing: Journalism, printing, photography
 
12 

(e) Tourism and Recreation
Health Service 
(rural and urban):
(a) Public Flea tadministrition
 
(b) Malaria and insect control
(c) Other disease control
(d) Maternal and child health
(e) Nursing: including nursinq education and training
(f) Other health services: 
birth control, environmental sanitation, health demonstrations,
(g) Paramedical and 	medical 
 etc.
technician education and training
13 (h) Medical education and training
Social 
Services and Community Development (rural, urban):
(a) Social Welfare, 	social security, othersocial services
(b) Volunteer Development Services
(c) Community Development
(d) Housing, including housing cooperatives (excluding 
con

(e) Ruralstruction)
settlement and city pianning
(fi 
 Industrial relations, labor and trade unions, etc.


(g) Other non-profit organizations and clubs, including youth
work, farmers associations,etc. 
(excludinq non-formal edu14 cation programs).
Other: 
History, preservation of culture, art, archeology,
w-1-Tlife preservation, 
etc.
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CLASSIFICATION OF EDUCATION
 

The educational background of Executives and 
Volunteers
 

should record the highest level of education attained 
by number
 

of educational years and type of schooling.
 

Classification
Category 

No.
 

No Formal Schooling: Functional illiterates "who cannot
 
a short simple
with 	understanding both read and write 


(UNESCO definition
statement on his/her everyday life" 


of illiteracy).
 
5 years of School: primary, secondary or other
 2 	 Up to 


classified school.
 
3 Up to 8 ears of School: primary, secondary, other classif.
 

4 Up to 10 years of School:primary,secondary,other classified.
 

5 Secondary Education:
 
8 years of primary school
 (a) 	Genera : T is category assumes 


and 4 years of general secondary school which 
provides
 

higher education but no specific
qualifying admission to 

technical or professional training.
 

8 years of primary school
assumes
(b) 	Technical: This cateqory 

and 4 years of technical school or apprenticeship and
 

for continuing technical
vocational school, qualifyin 

education.
 

years Secondary and Technical Education:
13
6 	
4 year primary and 9 years
(a) 	General: This category assumes 


(Abitur, Baccalaureat).
general secondary education 

4 years primary, 6 years general secondary, and
 (b) 	Technical: 


3 years technical/professional training (General Certifi

cate of Education, Technical Abitur/Baccalaureat).
 

(c) Alternative: Individuals having completed 13 years of
 

school and/or taken the Certificate through special courses
 

while working.
 
15 years Secondary and Technical or Professional Training:
 

or specia7 	
Individuals having completed 3 years technical 


lized professional training above secondary 
education.
 

4 beyond Secondary Education: It
 ears
University Degree:
 
is assumed that all individuals with university dUqrees
 

some 	kind of general (and some
have completed 12 years of 


times technical) school education; 4 years of additional
 
Degree


university studies completed provide Bachelor 


(English, American system).
 

9 University Deree:5 years or more beyond 
Secondary Education
 

(a) 12 years secondary, Bachelor Degree, and one year or
 

Degree.
more 	graduate study: Master 
 more 	university studies:
 
(b) 	13 years secondary and 5 years or 


Master Degree (or equivalent).
 
Doctor 	Dearee.
(c) 	Post graduate university studies: 
 degree: Individuals
 

or more of education but no
10 	 12 years 

years Secondary Education and university 

studies
 
with 12 

but no degrees.
 

11 	 Other: Individuals with incomplete Secondary 
Education or
 

uncertified non-formal education, alternative 
education
 

and/or without full technical/professional 
qualifications.
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CLASSIFICATION OF PROFESSION OR MAJOR FIELD OF STUDY
 

Business Ad- tourism, personal services, domestic service,
 

Category Classification 
No. 

1 

2 

Agriculture 

Commerce 
Banking 

Dairying, fisheries, forestry, irrigation,
horticulture, rural science, veterinary me
dicine, home economics, and similar subjects.
Advertising, manufacturing, marketing, in
surance, publishing, printing, photography, 

ministration management, accountance, clerical service, ec.
 

3 	 Economics 


4 	 Education 


5 	 Engineering 

Handicrafts 


6 	 Law, Public 

Administra-

tion 


7 	 Medical 

Science 


8 	 Natural 

Sciences 


9 	 Energy 

Transporta-


Economics, statistics, planning.
 

Pedagogy, teaching, physical education, non
formal education.
 

Applied sciences, construction, geodesy,
 
metallurgy, mining, surveying, technology,

textiles, and similar subjects; carpentry,
 
masonry, metal working, machine operation,

mechanics, plumbing, electricity, etc.
 

Including legal assistance, public admini
stration assistance, public safety, National
 
Park administration, etc.
 

Nursing, medical technician, physical therapy,

paramedics, dentistry, r6ntgenology, medicine.
 

Astronomy, biology, botany, chemistry, ento
mology, geology, mathematics, meteorology,

physics, zoology, and similar subjects.
 

Power production and distiibution, water sup
ply, public utilities, atomic energy, trans

tion, Commu- portation (road, railway, aviation, trucking,

nication shipping); communications, ma,;s media, tele

communications,
 

10 Social Scien-Philosophy, theology, sociology, psychology,
 
ces, Humani- history, languages, letters, libary science,

ties, Fine 
 archeology, ethnology, gvoc"rap-y; political

Arts 	 science, international relations, diplomacy,


journalism; architecture, drawing, painting,

sculpture, music, speech, dramatic arts, 
tc.
 

11 Social Ser-
 Social work, youth work, kindergarten;

vice, Labor labor legislation, labor and trade unions,
 
Relatiots 	 cooperatives, etc.
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Evaluation of Foreign AssistanceMarch 15, 1974 

to Domestic Development Services
h/cw-0167 


ree-3- 7/x in Africa,Asia,and Latin America
 

Interview No._
INTERVIEW OUESTIONAIRE 


FOR
 

DOMESTIC DEVTLOPMEh" SERVICES
 

Organization:
Country: 


Time Interview began:
 

A. REGARDING OVERALL ORGANIZATION
 

1. In your judgement, what are the major objectives this organi

zation has now?
 

Why ?
 

not the framework of those 
In case these objectives are within 

established in the legislation of the organization (see 1.7
 

of Inventory) ask the following question:
forth in the legislation

2. The objectives of the organization set 


do not provide authorization to carry out these 
new aims7 how
 

do you reconcile the difference?
 

1665 Thirtywcond Street, N.W., Washlngton, D.C. 20007; Tel.: (202) 338.3475 
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In case 
 these major new objectives are in line witlh tho-,e of
the legislation, ask the following question:

3. In your opinion, what are 
tae major factors that:


") contribute to the satisfactory attainment of thz_ objectives? 

b) hinder the attainment of obj.ctives?
 

Some of the factors contributing to the success of a Domestic
Development Service are 
listed on this card 
(DDS Card No. 1):
Please, identify the priority ef these factors.
 

B. REGARDING PROGRAM 

4. In your opinion, have the training goals been achieved as 
set by
the organization? (Repcat these goals from Nu. 2.21 
of Inventory)
 
Yes ..................
 
No ...................
 
With modification ....
 

If'no' o h modification' No opinion ...........-

Why that? 

5. What do you consider the 
best training achieementi' aff.,cting

Volunteers?
 

Why that? 

6. What do you consider 
the most negative training results?
 

Why that?
 

Some factors contributing to the success 
of a volunteer training

Program appear 
on this card 
(DDS Card No. 2): Please,identify

the priority of these factors.
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DDS CARD No. 1
 

Some factors contributing to the success of a Domestic Develoomenl
 
5ervice are listed below: Which factors would you consider most
 
important to success? Please, identify priority by assigning num
bers 1*- 10 to the ten most important factors:
 

- financial and material resources out of
 
national budget
 

- quality of volunteer training
 

- quality of volunteer Work Program
 

- quality of volunteers employed
 

- quality of executive staff
 

- quality of directorship
 

- support of governmental agencies,
 
Board/Council
 

- support of individual citizen
 

- support of local community in which
 
volunteers are serving
 

- acceptance of the program to volunteers
 

- foreign assistance through volunteer
 
assignment
 

- foreign assistance through expert
 
assignment 

- foreign financial assistance
 

- foreign material assistance
 

- other:
 

- no opinion
 

Remarks:
 

*) 1 being the highest priority
 
- up to 3 equal priorities are permitted
 

- a minimum of seven choices should be made
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Interview No.
 
DDS CARD No. 2
 

Volunteer training? Please, indicate the Priority of the most im-


In your judgement, which factors contributed 
to the success ofportant and the least important factors by assigning numbers 1 

in the respective column: 

7
Most 
 Least


importantiprtn
 
-
amount of financial 
resources
 
-
number of student places in classrooms
 
- quality of training materials
 
- quality of technical/vocational

training facilities
 

- quality of training staff
 
- number of volunteers 
per trainer
 
- quality of curriculum
 
- linkages between volunteers work and
 
-
volunteers hope for a job after completion
of training and work program 


- Volunteer participation 


in planning their
own training program
- -
volunteer involvement 
in administration/
management of their training group
opportunity for volunteers 


to leave home

and do something for themselves and others
" creditation of training by the school
 -
system, permitting furthez education
- quality of educational background of volunteers when entering training
no Opinion
 

Remarks
 

I being highest oriority
* 
up to 3 equal priorities permitted
'if other factozsare specified, please list 
in footnote and
explain why.
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7. In your judgement, have the overall goals of volunteer Work
 
Programs been achieved as set by the organization? (Repeat these
 
goals from No. 2.31 of Inventory):
 
(Please indicate) 	 Yes .................
 

No ..................
 
With modification...
No opinion ...........
 

If 'no"or "with modification: Why that?
 

8. What do you consicer the best type of volunteer Work Proie:ts?
 

Why that?
 

9. In your opinion, what type of Projects should be excluded for 
volunteer work assignments? 

Why that?
 

10. What do you consider the best volunteer work achievements? 
(Individuals, groups, programs)
 

Why that?
 

11. In your judgement, what has been volunteers most necative 
performance in Work Projects? (-ndividuals, groups, programs).
 

Why that?
 

Some factors contributing to the success of a volunteer Work
 
Project are listed on this ca-d (DDS Card No. 3): Please, identify
 
the priority of these factors.
 

C. REGARDING PERSONNEL
 

C/I Volunteers 

In your opinion, why do volunteers participate in this Service 
'
 

12. 
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DDS CARD No. 3
 

In your judgement, which factors contribute to the success of
 
volunteer Work Projects? Please, indicate the priority of the
 
most important and the least important factors by assigning
 
numbers 1 - 7 in the respective column:
 

Most Least
 
important important
 

- local community related projects 
- large scale projects
 
-'social development projects
 
- technological development projects
 
- Public works/service projects
 
- projects in business and industry
 
- rural and agricultural development
 
- urban projects
 
- sufficient workload for each volun

teer on his/her job
 
- highly structured job assignment for
 

each volunteer in relation to col
leagues, supervisors, subordinates
 

- generall defined job assignments
 

eadersnip and understanding of
 

supervisors
 
- volunteer participation in adminis
tration/management of their work
 

- sufficient financial resources
 

--echnical proficienc of .upervisors
 

- quality of equipment and tools on
 
the job
 

- support from the supervising govern- 

mental agency or Board
 
- cooperation with future employers of
 
volunteers after completion of Service
 

- acceptance of the volunteers by the
 
local community which is affected
 
by the Work Project
 

- no opinion
 

Remarks
 

- 1 being highest priority
 
- up to 3 equal priorities permitted
 
- if other factors are specified, please list in footnote and
 

explain why
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13. 	In your opinion, what do volunteer's families and communities
 
think about them serving in this Domestic Dcvclojrment Serv;LQ?
 

14. 	How often did you observe resistance against this service
 

by volunteers? 	 Frequently .........
 

(Please indicate) Occasionally.......
 
Rarely .............
 
Never ..............
 

..........
No opinion

if resistance 8frequently cr'occasiorally': Why that?
 

Who resisted the participation of the volunteer in service?
 
(Indicate those applying) Volunteers themselves ...
 

Eath3r .................
 
Mother ...................
 
Other family members....__
 
Community..............
 
Zher...........
 
No opinion ............
 

15. 	What approaches would you suggest for recruitment/selection
 
of volunteers?
 

16. 	In your opinion, what do volunteers enjoy most in participating
 
in this Service?
 

17. 	In your opinion, what do volunteers resent most in the execution
 

of this Service?
 

18. 	What was your best experience with an individual volunteer?
 

1.9. 	 What was your most negative experience with an individual
 
volunteer?
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20. In your opinion, is there any purpose in having foreign
volunteers serving side by side with national volunteers
 on an equal basis?
 

21. 
What major prcblcms have been encountered through foreign
volunteer participation-r
 

Why 	that?
 

22. 	In your judgement, what was 
the 	most Outstanding contsibutio.
foreign volunterrs made 
co thiF Service?
 

23. 	What suggestion ao you have for the future role of foreign
volunteers participating in this Service?
 

Some factors contributing ro volunteer performance appear on
this card 
(DDS Card No. 4): Please, identify the priority of
these factors.
 

C.2 Staff
 
24. 
Would you consider the quality of the Executive Staff of this
Service is adequate for the for the jobs to be accomplished?
(Please indicate) 


Yes ................
 
No ................
 
With modification..
No opinion 
.........
Ifapo'or'with modificatioe: Why that?
 

25. 
In your opinion, which p:ogram areas of this service need
 
special qualitative improvenent of staff?
 

Why that?
 
What measure would you suggest to improve the quality of staff?
 

26. 
Would you consider the quantity of staff sufficient to carry
out 	the 
program of this Service? 
 Yes...............
(Please indicate) 

No"................
 

With modification.,--
If'no"or'with modificatioO Why that?

No opinion ........
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DDS CARD No. 4
 

In your opinion, which of 
the following factors contribute 

to the
 

performance? Please, indicate 
the priority of the
 

volunteer's
most important and-the-least important 
factors for both national
 

7 to
 

and foreign volunteers 
performance by assigning 

numbe-s 1 

of the respective four 
columns: 

Foreign Volunteers
each one 
 National Volunteers 
 Least
Most
Least
Most 

important
import impimportant
important 


-
- qiality of volunteer re-


cruitMent&selection
 
- quality of volunteer _

training/education
 
- work assignments in line
 

with education&interest
 
-- needed on the job 


(sufficient workload)
 
-the
- responsibilities on 

job 
-- amount of payment(allow-


ances)
 
prospect of employnent
-
after completion of Service
 

- distance from home, family_
 
&tribal influences
 

- exposure to people from
 

other regions,cultures,etc.
 
strange environment:hous
ing,food,group life,etc.
 

-

--- opportunity for develop-

ment work instead of
 

military service
 
- opportunity for leader

ship roles in the struc

ture of the Service
 
and 

- public accep ance 
-appreciation of Service 


quality of supervision & 


cooperation between super

visors
 
no opinion
 

-

Remarks
 

1 being highest priority
-

- up to 3 equal priorities 

permitted
 

if other factors are 
specified, please list 

in footnote and
 

-

explain why
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27. 	in your opinion, what are the reasons why professionals 'ave
 
joined this Service as staff members?
 

28. 	How would you describe the cooperation between executive staff
 
ani 	 volunteers? (Pl,.kase l.ndicate)Extremely satisfactory....

,',,ry satislactory ..........
 
Setisfa2tcry...............
 
:ot very sati.: ak.torA,......
: , at all sat.sfactory...
 
Don't know .................
 

If'not very or not at all satisfactory;: Why?
 

29. 	 Pow would you dercribe the cooperation between executive staff 
and director(s)? (,,lease indicat.2) 

xtremel.y satisfactory..... 
Very satisfactory .......... 
Satisfactory ............... 
Not very satisfactory ......-
Not at all satisfactory... 
Don't know.................. 

If'not very or'not at all satisfactory: Why? 

30. 	In your opinion, what was the most outstanding contribution by
 
an ,xecutivc. staff mumber to this Se.rvice? 

31. 	In your opinion, how can foreign staff(both volunteers and ex
perts) assigned to this Service on a lonq-te-m basis best 
contribute to thr program? 

32. 	What major problems have been encountered through foreign staff
 
participation?
 

Why 	that?
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h/cw-0167 Interview No.
 

ree-3- 7/x
 

33. 	 In your opinion, what has been the best contribution to this 
Service made by foreign consultants assigned on a short-term
 
basis?
 

Why 	that?
 

34. 	 What would you consider the major problem of foreign consultants
 
short-term assignments?
 

Why 	that?
 

35. Do you have any preference for the region of origin of foreign 
staff or consultants? Yes / NO
 
i yes, which region A:rd why?
 

36. 	How would you describe the cooperation between foreign staff ano:
 
a) Directors? b) national staff? 

Extremely satisfactory.... Extremely satisfactory.... 
Very satisfactory ........ - Very satisfactory ......... 
Satisfactory .............- Satisfactory ...............-

Not very satisfactoryr.... Not very satisfactory....-

Not at all satisfactory., Not at all satisfactory...__
 
Don't know.............. ._ . . Don't know ................
 
If nor very or not at all satisfactory:
 

Why? Why?
 

Some factors contributing to the success of national or foreign
 
staff assignments are listed on this card (DDS Card No. 5):
 
Please, identify the priority of these factors.
 

C/3 	Director(s)
 

37. 	In your opinion, what are the major achievements of the director?
 

38. 	What do you consider the major problem areas for directing
 
this Service successfully?
 

Why 	that?
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h/cw-0167 

Interview No.
ree-3-7/x
 

DDS CARD No. 5
 

In your judgement, which factors 
are most important and least
important to the 
success 
of both national and foreign staff
assignments? Please, indicate the priority of factors by assigningthe numbers 1 - 7 to the respective columns:
 
National Staff 
 Foreign Staff

Most 
 Least 
 Most 
 Least
important important important important
 

- technical/professional
 
proficiency
 

- administrative/manager
ial proficiency
 

- Jeadership&understanding
 
for people of different
 
background&culture
 

- speaks local language
 

- comes from same 
local
 
background,knows villagers
 

- comes 
from other region or
 
foreign country
 

- flexible to adjust to
 
changing conditions
 

- staff preparation and
 
training
 

- level of staff position
and salary 

-- strong backing from supervisors, 
influence 

- own constituency outside 


the Service 
- authority to volunteers,
 
paternalistic style
 

- partner to volunteers,

nartnership style 

staff assignment is part 



of career 

-

no 
opinion
 

Remarks 

- 1 being highest priority 
- up to 3 equal priorities permitted 
- if other factors are specified, please list in footnote and
 
explain why
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h/cw-0167 Interview No.
 
ree-3-7/x
 

39. How would you describe the cooperation between director(s) and:
 
(a) the supervising govern- (b)the Board or Council of
 

mental agency? the organization?
 
Extremely satisfactory.... Extremely satisfactory...._

Very satisfactory ........- Very satisfactory.......... _ 
Satisfactory .............- Satisfactory ..............-
Not very satisfactory..... Not very satisfactory .... 
Not at all satisfactory..-_ Not at all satisfactory... 
con't know ...............-- Don't know ............... 

If "not very" or "not at all satisfactory":

Why? Why ? 

40. In your opinion, what has been the influence of the director(s) 
on the organization?
 

What sector and/or activities of this organization are especially

influenced by the directors decisions?
 

Why?
 

Some factors contributing to the successful leadership of the
 
director(s) appear on this card (DDS CARD No.6). Please, indi
cate the priority and importance of factors.
 

D. REGARDING ACCEPTANCE, COOPERATION, PARTICIPATION
 

41. In your judgement, which outside national institutions or local
 
communities/individuals have most influenced the operations
 
of this Service?
 

Why that?
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Interview No.
ree-3-7/x 


-

DDS CARD No. 6
 

In your judgement, which factors 
are most important and least important for a successful leadership of the Director(s)? Please,
indicate the priority of factors by assigning the numbers 1 
- 7
to the respective column:
 

Most
important Least
important
 

- technical/professional proficiency
 

- administrative/managerial proficiency
 

- understanding for people of different
 
background and culture
 

- strong backing of supervising governmen
tal agency or Board/Council


- level of position&salary within the Service,

the civil service or university structure
 - status in his own rights as 
a professional,

a politician, and/or because of family


- comes from same 
local background, knows
villagers in Work Project 
area
 
- speaks local language
 

- flexibility 
to adjust policy and programs
 
to changing needs
 

-
emphasis of leadership re. objectives,philo
sophy and concept of Service
 - emphasis of leadership re.program implemen
tation, field work
 - emphasis of leadership re. cooperation with
other governmental&private institutions 


- decision-making on 
his own, authoritarian 


style
 
-
participation of staff/volunteers in deci
sion-making, partnership style
 

- no opinion
 

Remarks
 

-
1 being highest priority
 
-
up to 3 equal priorities permitted

- if other factors are specified, please list in footnote and
 
explain why
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foreign institutions/
 
In your judgement, which international 

or 

42. 	

influenced the operations of 
this
 individuals have most 


Service?
 

Why that?
 

In your opinion, what kind of 	cooperation 
.ith other institu

43. 	 (List
a successful Service? 

tions is necessary to make this 


forms and institutions).
 

In your opinion, what factors 	
contribute most to the acceptance
 

44. 

and appreciation of this Service 

by the general public?
 

45. 	In your opinion, who in 
the local community are the 

key
 

and cooperation with volunteers?
 figures in the support of 


(Please describe supporters' position 
within local community,
 

of a"typical" community where 
volun

age, sex, numbers, etc., 


teer Work Projects have been 
carried out)
 

Which groups in such a "typical" community 
exhibited the least
 

46. 

understanding and support for volunteers working in their vil

lage? (Mark as many as apply): Youth of same age 
Younger men 
Younger women 
Older men 
Older women 
The literate 
The illiterate 
The richest 
The poorest 
Ail 
None 
Others (specify) 

Why that? No opinion -
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47. 	In your experience,what is a good example of cooperation or
 

partici'pation of the local community in the efforts of this
 
Service? Please describe:
 

What are the reasons for success in this case?
 

of resistance
48. 	In your experience, what is a "typical" exaxiple 

or ignorance of the local community toward T:he efforts of this
 

Service? Please describe:
 

What are the reasons for failure in this case?
 

Some factors contributing to acceptance, cooperation and/or parti

patior with this Service by the local community appear on this card
 

(DDS CARD No.7). Please, indicate the priority of factors involved.
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ree-3-7/x
 

DDS CARD No. 7
 

In your opinion, which factors helped or hindered most the c 
operation between this Service and the local community? Please, 
indicate priority by assigning numbers 1 - 7 to each of the columns: 

Helped Hindered
 

most most
 

- level of literacy and general education
 
of local community
 

- believe of the cormaunity that the Service
 
will change their situation
 

-
cultural and religious traditions
 

- conflicts among villagers
 

- strong leadership in community
 

from other regions or
- volunteers came 

foreign countries
 

from local communities
- volunteers came 


- Project supervisors came from other
 

regions
 
- Villagers participated in supervision of
 

volunteer projects
 
- volunteers living with local families
 

camps or
- volunteers living together in 

farms, etc.
 

- Work Project was requested by local
 
community
 

- Work Project was assigned by National
 
Development Plan
 

- conflicts with other agencies assisting
 

the local community
 

- no opinion
 

Remarks
 

- 1 being highest priority
 
- up to 3 equal priorities permitted
 

if other factors are specified, please list in 
footnote and
 -

explain why
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APPENDIX A-5 

PROFILE OF INTERVIEW RESPONDENTS 

LATIN 

1. Respondents by Region: Total: AFRICA ASIA AMERICA 

Nationals 50 15 27 8 

Foreigners (with experience in 37* 23 10 4 
respective Regions) 

Total: 87- 38 37 12 

(*) Excludes 2 foreigners experienced only in domestic service in Europe 

Developing Industrialized 
Countries Countries 

2. Respondents by Occupation: (National Respondents) (Foreign Respondents) 

Directors of Development Services 9 3 
DDS Board Members 6 -

Development Service Headquarters Staff 14 7 

Development Service Field Staff 7 14 

Volunteers 7 5 
Provincial, District, Local Officials 5 -

Foreign Assistance Experts: 

- in the field - 5 
- in the sending country - 5 

Other Government Officials 2 -

Total: 50 39 

Of which are unstructured interviews,
 
without use of questionnaire: 10 10
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SUMMARY MATRIX FOR DATA COLLECTION
 
Evaluation of Foreign Assistance to Domestic Development Services
 

min Africa, Asia and Latin Americao 	 Z 
DATA FROM FOREIGN ASSISTANCE INSTITU ITIONS 

DATA FROM 	DDS INSTITUTIONS 
ix-ITARGETS 	 Data re. Foreign Assistance to DDS: Data re. Foreign Assist-

Data regarding DDS: ance Institutions 
OF DDS Inventory InterviewInterviewInventory 	 Interview Inventory Question Question

Question 	 QuestionDATA 	 _____Que~stio H 
A 	 D E Question F GB 	 C 

1.7, 1.8,
1.7, 1.8, 	 1,2,3 1.920 2.521.9 	 Card 1 2.52Objectives/ 	 2,1.2.31, 3 

4, 7 	 2.53 Card 1 2.53 23 2.41, 3.17 23 	 Card 1
2.33, 2.41Program Goals 2.21, 2.31 

3.42 	 22, 23, 31, 2.51 2Y2, 23, 31 3.42 
5, 6,8, 9, 	 2.51 

2.53 (a-g) 	 32,33,34, 2.2,2.3 1,2
2.53 (a-g) 32,33,34,

Type of 2.2,2.3, 10, 11,15, 	 2.435. 36 	 4.24 35, 36
38 4.24 Card 1 	 Card 1

Programs 2.4 Cards 2, 3 	 3.1, 3.2 Data related21, 22, 31 	 2.51, 21,,22, 31
3.1, 3.2, 	 12, 13, 14, 

3.3, 3.4 	 to DDS Insti
32, 34, 36 	 3.14 32, 34, 36 

ype of 3.3, 3.4 18, 19, 24, 2.51 	 tution:2.53 	 Cards 4, 5Cards 4, 526,27,37, 	 3.15Personnel 	 1.6, 3.2 Same as 
3.2, 3.3, 	 16, 17, 24, 3.21 

- leadership 	 3.3 Column C 
25, 30, 37, 	 2.531.6 	 38, 40 

28, 29, 30 	 2.53 2.52 2.1, 2.3, 
- decision-making 2.2, 2.3, 	 2.5, 3.02.532.4, 3.0 	 Cards 4,5,6 

23, 31, 35, 	 2.52 23 31,35 4.1, 4.2
37,38 	 2.53Organization/ 4.1,4.2 	 1.52.53 	 434.24 	 43

Management 1.5 	 3.18, 3.25 Same as 
40, 41 2.53 42 2.53 42 

- authority 3.25, 3.3, 	 3.3, 4.25 Column C 
4.25 	 3.18, 3.25 

28, 29, 39, 2.53 36 2.53 36 
- procedure 3.18, 3.25 	 Cards 1,4,5 4.12,4.13Cards 1,4,54.12,4.13 	 38 Cards 1-7 

16, 27. 41, 2.53 42, 44, 46 2.53 42, 44, 46 3.3, 3.4 
Citizen/ 3.3, 3.4 	 47, 48 2.0 Same as

47, 4844, 45, 46Community 2.0 	 5.0 Column C 
47, 48Participation; 5.0 	 Card 7Card 7Card 7Public Accpetance 	 Same as

5.1,5.2 	 42,43,47 5.1,5.2 42,43,47 5,1,5.2
5.1,5.2 	 43,47,48 5.3 Column CInstitutional 	 48 5.3 48
5.3 	 Card 7 5.3Linkages 	 Card 7 

Card 7 

http:4.12,4.13
http:4.12,4.13
http:2,1.2.31


_ _ __ 

h/cw-0164 

ree-3-7/x
 

Country: 


Date 	 Number of Visit Time per 

/Kind of Session Visit 


I-I 

C3i> 

RECORD OF DATA COLLECTION SHEET NO.
 

FOR
 

INVENTORY OF INSTITUTIONS
 

Sources of 

Information 

Records 


Organization:
 

Persons providing Information
 
Name Job Position in Outside Nation
 

Organization Organization ality
 

_ _ _ _ n 



APPENDIX A-8 

h/cw-0164 	 SHEET NO.
 
ree-3-7/x 

INTERVIEW NO.
 

RECORD OF INDIVIDUAL INTERVIEW
 

Country: Organization:
 

Name of person interviewed:
 

Address: Tel.:
 

Employer:
 

Job Position:
 

Dates of employment:
 

Relation to Domestic Development Service:
 

Nationality:
 

Time of first appointment:
 

Time of completion of Interview: Total Time:
 

In case Interview could not be completed:
 
Second Third Forth
 

Date and time of subsequent visits:
 

Reasons:
 

- interrupted because of other
 
business:
 

- prefers another time:
 

- not at home or office:
 

- 10-erview terminated at Question
 
No.
 

- Othar:
 

Comments of Interviewer:
 

Language of Interview: 	 English French Spanish
 

Other:
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APPENDIX B-1
 

The Universal CHARTER
 
of Volunteer Service
 

INTRODUCTION 

Social and economic development is the basic
challenge which faces the world today. This 
demands the creation of a human society without 
any form of exploitation, such as racism,
colonialism, neo-colonialism or fascism. Social 
justice and development depend on all members 
of society participating in productive and socially
useful work, in a spirit of true equality among
human beings, as called for by the Universal 
Declaration of Human Rights. 
Voluntary service by people with useful skills and 
high ideals is a practical demonstration of the
commitment and the international co-operation
which our world so urgently needs today. 
There is no definition of "volunteer" or "volun-
tary service" which will satisfy everyone. It is a 
dynamic concept which is interpreted differently
in various societies and contexts. And yet there 
are certain fundamental principles and character-
istics which apply throughout the world, 

Volunteers are men and women who give up
their normal work and, without regard to 
financial benefits, devote their knowledge and 
abilities, within the framework of common 
efforts, to the people in regions of social and 
economic need. In their daily work, their 
attitudes and relations, they support theprinciple of equality and the right of every 
person to dignity and respect. 
The work which they carry out in aczordancewith these principles is voluntary service. This 
same spirit is also to be expected of .the 
administraive staff in a volunteer organistion,
who may. howeve,, receive salaries, 

Such service is performed generally by young
people who are determined to make their specific
contribution to social and economic development, 
and who feel a strong sense of personal responsi
bility for the future of mankind. 

PravloukJa
 

It AIMS OF A VOLUNTEER PROGRAMME 

As its primary aim, voluntary service seaks to 
resolve socioeconomic problems in areas and 
countries which request such help. At the same 
time, the programff as a whole and the volun
teer and staff as individuals should: 
i. recognise that voluntary service in the context 

of development brings mutual benefits. Meet
ing urgent needs and contributing to develop
ment, volunteers have opportunities to gain 
valuable experience, to make friends and to 
encounter new cultures. Such opportunities are 
d source of personal enrichment for volunteers 
and come as a benefit to their own societies; 

ii. support and encourage all peoples' belief in 
their potential for social and economic 
improvement: 

iii. 	 demunstrate a real concern for the problems of 
local communities, and by co-operative efforts 
help overcome these problems; 

iv. 	 encourage a spirit of international co-operation
in development work, and emphasize the need 
to reconstruct on a more equitable basis the 
relations between the developing countries and 
the industrialised nations, between rich and 
poor wherever t.,ev are found; 

v. support the principle of the most rapid possibleachievement of complete national, political and 
economic independence; 

vi. promote the idea of voluntary service as a 
valuable force in the common search for 
htrnan beterpnent, and encourage and support
wherever possible the growth of local voluntary 
programmes. 
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III NATIONAL DEVELOPMENT BY 
VOLUNTEERS 

Voluntary service on a national scale contributes 
to the development of any given country. It can 
be economic and yet provide a practical education, 
while stimulating communal awareness, social 
responsibility, self-awareness and self-reliance. 

IV HOST AGENCY RESPONSIBILITIES 

A request for volunteers implies a willingness and 
ability, on the part of the requesting country 
or agency, to make good use of them. There is an 
obligation besides, where necessary, to continue 
the tasks begun by volunteers after they leave, 
Therefore requests for volunteers should be made 
only after careful consideration, including the 
following points: 

i. that the work to be done is a real need in its 
pre er context and that it is directly related 
to a broad framework of development; 

ii. 	 hat the task is a suitable assignment for a 
voalnteer," 

iii. 	 that voluntary service should not replace paid 
local labour; 

iv. 	 that the volunteer or volunteer group can be 
acceptably integrated into the broader 
development effort, and that where necessary, 
local personnel will be available to continue the 
volunteer's tasks on his departure. 

The role cf volunteers is to co-operate with the 
local community as fu!ly as possible, to assist in 
useful development work, and to htlp members of 
the community widen and improve their know-
ledge and skills. Volunteers should work within 
the framework established by the requesting 
agency, from whom they should receive materials 
and guidance necessary for their work. 

W SPONSORSHIP RESPONSIBILITIES 

The agency responsible for recruiting and sending 
volunteers, whether a private organisation or a 
government department, should act in the spirit 
of the Universal Charter of Volunteer Service 
and seek to provide volunteers who in its judgment 
will effectively serve the best interests of the host 
community. 

Meeting a request for volunteers implies a willing
ness and an ability to assure the basic requisites 
for effective service related to local conditions. 
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Volnteers should receive board, lodging and 
pocket money sufficient for their local needs and 
for the maintenance of good health. 
The selection of volunteers requires care and 
attention to the following attributes of each candi. 
date: 

i. 	skills and training at a level adequate to meet 
the terms of the request; 

ii. 	sound physical and emotional health; 
iii. 	 qualities of personality suitable for work in an 

unfamiliar environment; 
iv. 	a strong desire to serve as a volunteer in the 

context of social and economic development; 
and an understanding that he shall not seek 
financial benefits during his period of service, 
nor live at a higher standard than that enjoyed 
by local colleagues engaged in similar work; 

v. the ability to co-operate with others, both 

within and outside work; 
vi. 	 the willingness to serve in accord with the 

spirit oi this Charter and that of the Universal 

Declaration of Human Rights. 
While volunteers should integrate into the local 

project or institution, and seek solutions to local 
problems within this framework, sponsoring 
organisations should maintain contact with their 
personnel and ensure that :n the case of serious 
difficulty prompt and adequate action is taken. 
Organisations sponsoring international volunteers 
should recognise that volunteers cannot make 

financial savings during their period of service 
and that they may return home with no immediate 
prospect of employment. They should take appro
priate steps to help the returned volunteer in such 
matters as re-settlement allowances, social security 
and employment. 

VI EVALUATION 

In assessing the effectiveness of a volunteer 
assignment the greatest consideration should be 
given to the opinion of the local community in 
which the volunteers have lived and worked. The 
evaluation itself should be largely conducted by 
a citizen or citizens of the host community in col
laboration with the sponsoring, administrative and 
technical agencies concerned. 

VII CONCLUSION 

Volunteer programmes should be fully aware of 
and should promote the overall economic, social 



and poltical conditions which are essential for 
effective development. They she ld recognise that 
which is universal and mutual in voluntary 
service and should further the continuing commit-
ment of the volunteer to t'.e principles of this 
Charter. 
New generations of volunteers and their organisa-
tions should always remember the spirit of the 
pioneers of voluntary service. Yet they must never 
be afraid to re-align their work in response to 
modern scientific, technological and social 
progress, provided that the work methods used are 
always acceptable to the population and techni
cally compatible with the development context. 

This world movement of voluntarism is a tide of 

practical idealism, a movement which can never 
be deflected from its basic premise: that to work 
for mankind without material or chauvinistic 
motivation is one of the most challenging activities 
open to any individual sensitive to his own needs 
and those of society. 

This Charter has been drawn up and approved 
bythe XVI'H CONFERENCE OF ORGANISERS OF 

XEA N ONR SRVICE, Oh 
INTrATIONAL VOLUNTARY SERVICE, the 
most representative assembly of voluntary 
sevice organisations. The Chater expresses 
what the Conference believed to be the univer
s p of he volunteer movement. 

However, it would be presumptuous to claim 

that the Charter is a final and permanent 
definition. Fortunately voluntary service is too 

dynamic, spontaneous and rich in initiative to
 

be so limited. 

This Charter is offered for consideration by 
people in every country and the Co-

ORDINATING COMMITTEE FOR INTERNATIONAL
 

VOLUtTARY SERVICE is requested to take 

corejul note of the response of world opinion 

to this Charter and to inform the XVIITH 

CONFERENCE OF ORGANISERS of its findings. 

Published by the Co-ordinatinS Committee for
 
International Volunt2ry Stice, UNESCO-6, rue
 

Franklin, Paris 16., Franc,
 
Printed by A. 7. Wright & Sons Ltd., Cadishead,
 

Manchester, England.
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APPENDIX B-2
 

PRINCIPAL ISVS SPONSORED AND CO-SPONSORED CONFERENCES, SEMINARS,
 
WORKSHOPS AND COURSES FROM 1963 - 1974 

1963 

May 6-17 	 ISVS international Workshop on Peace Corps Development, 
Washington D.C. 

June 11-12 	 International Workshop on Volunteer Psychology, Copenhagen 

1964 

Feb. 12-15 	 Second International Workshop, The Hague 
The structure and work of ISVS; consideration of current domestic 
volunteer programmes 

Dec. 14-17 	 ISVS International Workshop on Volunteer Agency Operations, 
Racine (Wisconsin)* 
Organization, selection, training, etc. in volunteer-sending agencies 
problems and successes 

1965 
March 	 First Directors' Meeting, The Hague 

June 21-24 	 First African Conference on National Service and Volunteer Programmes, 
Abidjan Ivory Coast*
 
Technical, educational and practical aspects of problems involved in
 
establishing volunteer youth services, civic service organizations, young
 
pioneers, etc.
 

Sept. 6-10 	 First Inter-American Conference on Latin American Volunteer 
Programmes, Buenos Aires* 
First opportunity for governments involved in volunteer work in Latin 
America to exchange information, experiences and ideas relating to their 
work. Identification of existing problems, clarification of concepts, opti
mum use of national and international volunteer programmes. 

Nov. 5-7 	 ISVS Language Training Workshop, Vaduz (Liechtenstein). 
Methods for volunteer language training, according to their special needs. 

1966 

March 4-5 	 Second Directors' Meeting, The Hague 
ISVS services to, and programme for, Europe. Experience exchange, 
policy decisions, future projects, attitudes towards other volunteer 
organizations. 

588 



April 14-15 	 European Experts' Meeting, Paris* 
Discussions between the Secretary General of ISVS and regional experts
regarding technical substantive matters to be raised at ISVS World 
Assembly, March 1967. 

April 18-22 	 Seminar on Latin American Volunteer and Community Action 
Programmes, Fortaleza (Brazil)*
Review of regional development, information exchange concept of local 
volurteer, concepts and practices of community development in Latin 
America. Freedom of activity of local promoter in formulating activities. 

June 6-10 	 First Asian Conference on Volunteer Programmes, Manila, Philippines*
Regional cooperation through volunteer service. 
Objectives: exploration of possibility of organizing acorps of Asian 
volunteer technicians; discussion of possibility of establishing a regional
training centre for Asian volunteers; promotion of information exchange
and coordination of Asian volunteer service programmes by establishing 
permanent regional secretariat. 

August 19-21 	 Latin American Experts Meeting, Lima
 
(see European Meeting, April 1966)
 

Sept. 2-4 	 East African Experts Meeting, Addis Ababa 
(see European Meeting, April 1966) 

Sept. 6-9 	 East and Central African Seminar on National Youth Service Policy and 
Operations, Addis Ababa 
Developments, roles and challenges in national youth service organizations
student volunteer service, national service, post--service placement and 
resettlement, integration of youth service with naional development plan.
Limitations and future trends. 

Oct. 24-25 	 Third Directors' Meeting, Copenhagen, Denmark 

Up-to-date information exchange. 

Nov. 10- 11 	 ISVS Selection Seminar, The Hague, Netherlands* 

Nov. 11-13 	 Asian Experts Meeting, Bangkok, Thailand 
(see European Meeting, April 1966) 

Dec. 2-4 	 West African Experts Meeting, Cotonou, Dahomey 
(see European Meeting, April 1966) 

March 29- ISVS World Assembly

April 3 Volunteer Manpower for Development, New Delhi, India*
 

1967 
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Nov. 16-18 	 Directors' Meeting, Amsterdam 
Reassessment of goals of export volunteers in relation to previous 

experience, future modifications of programme, means of accomplishing 

goals, evaluation, coordination with receiving country, returned volunteers, 
multinational cooperation, evaluation of ISVS workshops, programmes 

and operations. 

1968 

June 24-28 	 Latin American Regional Conference on Volunteer Services, 

Santiago de Chile*
 
Discussion of potential role of volunteers in national development process
 

and organization of volunteer services. Also consideration of possible use
 

of volunteers in regional development.
 

Oct. 17-19 	 Workshop on Administration, Finance and Legal Problems of Volunteer 

Sending Organizations, Basel, Switzerland* 

Oct. 22-23 	 Directors Meeting, Basel 
Discussion on cooperation with UN Agencies in the use and placement of 

volunteers. 

1969 

March 16-20 	 ISVS Workshop on the Volunteer as Subject and Object of Training, 

Intragna 'Switzerland) 
Needs for training export volunteers as development workers, identifica

tion of main problem areas, proposals regarding training at national and 

international levels. 

March 26-29 	 ISVS Workshop on Evaluation and research of Export Volunteer 

Organizations and Programmes, Margarethenhohe (F.R. of Germany)* 

Information exchange on experiences in this field; problem areas in organ

izational and management field; needs and possibilities for promoting 

understanding through rationalizing technical research terms. 

ISVS Language Teachers Training Workshop, Furudal, Sweden*June 15-29 

Experience exchange, areas of improvement; assistance to language
 

teachers through a mid-career training programme; evaluation and
 

implications of language training for volunteers.
 

Belmont House Conference - An International Meeting of VolunteerJune 25-29 

Organizations, Baltimore, Maryland
 
Goals and limitations of volunteers within the framework of develop

ment efforts - implications, direct and indirect, for ail concerned.
 

Oct. 13-17 	 ISVS Workshop on Volunteer Service in the 1970s, The Hagtie*
 

53 participants from 18 countries.
 
Discussion of future direction of Development Services in the forthcoming 

decade: development of priorities with respect to internationalization of 

volunteer service programs to provide conditions toward the achievement 

of peace; volunteer participation at decision and policy making levels; 

cooperation between Foreign and Domestic Development Services. 
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1970 
Jan. 19. 

Feb. 21 

Staff Training Seminar for Latin American Volunteer Service
Organizations, John XXII Center, San Francisco de Veraguas, Panama*Experience exchange and lectures as a training effort; drawing up amanual for Latin America. Strategy for increasing the effectiveness ofvolunteer organizations in Latin America. 
May 27-29 International Consultation 

Volunteer Service for Peace, Feldafing (Germany)*Facilitation of peace is a mandate of Development Services; discussion ofvarious peace-related roles of volunteers. 
June 2 Directors' Meeting, Geneva

Multinational Volunteer Teams; discussion on UN Report re feasibilityof creating International Corps of Volunteers for Development; coordination activites of ISVS in international volunteerism. 
Sept. 30- ISVS Workshop on Selection and Training for Interrational VolunteerOct. 2 Teams, Geneva*
Principles and criteria of selection, pre-training and international training.
 
Nov. 16-17 Directors' Meeting, GenevaUNV and MVT; examination of a possible Technical Assistance Pool" ofsending organizations to assist domestic organizations; possibility oftransporting used equipment from developed countries to the ThirdWorld. 

1971 
June 7 Consultation on In-Country Coordination Meetings and In-Country

Advisory Groups, GenevaFeasibility of meetings for regional representatives of export organizationsto cooperate in country of service, with domestic volunteers, the government and each other, and for such meetings to have an advisory capacityfor UNVs. 

October 26-30 International Consultation

Volunteer Service and Development, Social Change and Conflict,

Eichbuchl, Austria*
 

November 15-
December 10 

Staff Training Course for African Domestic Development Services, inLimuru, Kenya. 19 participants from 12 countries. First leadership training course for English speaking African Domestic Development Servicesto exchange views and experience, to develop methodology for volunteerselection, training and project aesign, participate in field experience andprogram evaluation. 

Dec. 7-10 First Meeting of Directors of Governmental Volunteer ServiceOrganizations of Latin America, Santiago de ChileAll aspects of administration, methods and goals, etc. 

591
 



1972 
Jan. 10-15 

Feb. 7-8 

Feb. & March 

Feb. 29-
March 1 

June 10 

June 14-17 

August 7-
Sept. 2 

Sept. 4-30 

Oct. 9-14 

Oct. 11-13 

1973 
Api il 1-27 

May 7-18 

Asian Directors' Meeting on Volunteer Programmes and Youth, Bangkok, 
Thailand* 

Prepar'itury consultative forum for the Leader Training Course in October 

1972-assisting ISVS design a plan for the training programme, and 

making this harmonize with felt needs. 

Directors' Meeting, Geneva 
Up-to-date information exchange 

Training Course for the Staff of Domestic Volunteer Services 

(ISVS/UNICEF), Santiago de Chile 

First Consultation on United Nations Volunteer Programme, 
Bad Godesberg (F.R. of Germany) 

Directors' Meeting, Geneva 
Information exchange; discussion of new "expert" image of volunteer 

First ISVS Conference for Directors of African Development Service 

Organizations, Cotonou, Dahon ey* 
Experience exchange, informing participants of technical assistance 

available from ISVS, suggestions for ISVS African programme. 

Training Course for Youth 
Service leaders (Botswana, Lesotho, Swaziland, Malawi)
 

Specialized sub-regional course, Malawi
 

Training Course for Leaders of domestic development service organiza

tions in Francophone Africa, Yopougon, Ivory Coast*
 

Second Latin American Conference for directors of development service 

organizations 
Volunteer Service in Latin America in the Second Development Decade 

San Jos6 (Costa Rica). 

United Nations Volunteer Programme, Vienna
Second Consultation on 

Asian Volunteer Leadership Training Course for Domestic Development 

Services Programmes, Laguna, Philippines;* 
Sponsored by ISVS and UNICEF 

University Study Service schemes, cosponsored by ISVS and
Seminar on 
the Ethiopian University Service, Addis Ababa. 10 countries participated; 

7 Foreign Volunteer Services attended as observers. The purpose of the 

Seminar was to assess the experience with Study Services and to identify 

key areas of operation with respect to (a)integration with the University, 

(b) contribution of Development to local communities, and (c) personal 

growth of the student volunteer. 
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August Conference of Directors of Domestic Development Services in LatinAmerica; 1,8 countries participated
Santo Domingo, Dominican RepublicSeptember Training Course for Staff of Domestic Development Services of CentralAmerican Countries and Mexico 
San Salvador, El Salvador 

November Conference of Domestic Development Service of Canada, France,Germany, Israel, Netherlands and United Kingdom for exchange of ideasand experience in view of possible cooperation, in Bad Godesberg,
Fed. Rep. of Germany

November Seminar on Programmes of Mobilization of Rural Population in Dakar,Senegal; II French-speaking African countries participated* 

1974
 
April 23-26 
 Seminar: "Towards New Patterns of Community Service"
in Dublin, Ireland. 35 countries participated*

June Training Course for Staff of Domestic Development Services of Andean 

Countries in La Paz, Bolivia 
July 8-11 Seminar on the Mobilization of Grassroots Response Structures forPublic Health Services in Manila, Philippines*

10 countries participated
 
August 26-

September 13 

Seminar on Programmes of Mobilization of Rural population, in
Lusaka, Zambia. 10 English-speaking countries participated*

October 
 Conference of Directors of Volunteer Sending Organizations


in Geneva, Switzerland
 
November 
 Second Workshop of the Directors of African Domestic Development
Services: "Youth Employment and Development"
in Limuru, Kenya; 18 countries from both French-speaking andEnglish-speaking Africa participated
 

November 
 Seminar on Volunteer Service in Urban Areas4-29 Co-sponsored by ISVS and the Association of Volunteers for Service(AVS), Hong Kong; 18 countries participated*
November 

22-27 

Colloquium on University Study-Service in French-speaking Africa,
Lome, Togo, 11 participating countries 
November Regional Symposium on Youth and Development Policy, in San Jos6,Costa Rica; Co-sponsored by ISVS and the Government of Costa Rica;16 countries participated 
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West African Seminar on the Role of the Volunteer in Grain Storage at 
December 	

the Village and Farm Level, in Cotonou, Dahomey 

14 West African countires, both English-speaking and French-speaking 

participated 

*Report available through UNV 
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APPENDIX B-3 

TOWARDS NEW PATTERNS OF COMMUNITY SERVICE
 
FINAL CONFERENCE DECLARATION
 

This Conference for the first time convened professionals from Domestic Develop
ment Services in both industrialized and Third World countries. It provided an 
opportunity to identify overlapping needs, common objectives and approaches and 
jointly focus on the importance of these services for individual and community 
development as well as national and international advancement of people. The 
Conference was co-sponsored by the International Secretariat for Volunteer Service, 
Irish Volunteer Services and the Government of Iceland in Dublin, April 1974. 

This Conference affirms that personal community service, both within one's own community 
and internationally, isof value as an instrument of national development as well as a means for 
personal fulfillment. 

In the context and in the pursuance of its theme - "Towards New Patterns of Community 
Service and a Willingness to Change" - the participants of this Conference believe that certain 
things should be stated to its constituent membership, to Governments, and to the world 
community as a whole, in order to encourage the expansion of personal community service in 
the years ahead. 

i. 	 The experience of voluntary service is a vital component in the education of the individu
al, for it brings a direct awareness of other people's aspirations and capabilities as well as 
their needs, and it can lead to a responsible use of one's own abilities in the service of 
other individuals and groups. 

2. 	 Education organized by and with volunteers serves as a vital component of the develop
ment process. Gre-::er priority and added emphasis should be accorded to the transfer of 
knowledge in all volunteer service activities and projects. 

In many cases, school and university education in both the industralized countries and 
the Third World can be improved by the adoption of community-oriented courses. The 
Conference recommends that an International Conference of those concerned with intro
ducing community-oriented courses with voluntary service at various educational levels be 
convened, taking into account the results of various national and continent-wide confer
ences on related subjects. Appropriate steps should be taken by ISVS and interested 
parties to achieve this end. 

That sector of education and training which is organized outside the formal education 
system (sometimes called non-formal or out-of-school education) should be given more 
consideration by the voluntary service movement and brought to the attention of the 
public. A higher priority should be given by voluntary service organizations to educating 
the unschooled and illiterate and those who are unable, for various reasons, to finish their 
formal schooling. 

3. 	 Professional training should include learning about the concept of voluntary service and 
ways of making effective use of volunteers in serving the community. Voluntary service is 
a valuable instrument in bringing about wider community participation in social develop
ment. 
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com. 
valuable for the volunteer to have experience in voluntary service in his own 

4. It is 
munity and country before serving elsewhere. 

Every volunteer and every volunteer-sending organization must respect the right of each
5. 

community and country to determine its own patterns of development. Volunteers, there. 

fore, should not be apostles intent on imposing their own experimentations. 

It is suggested that Governments, when considering their national development plans and 

objectives, should review their existing organizational and human (both manpower and 
can best be mobilized to promote self. 

6. 

womanpower) resources and consider how they 


help development activities.
 

Voluntary agencies, without abandoning the activities they have been carrying out so far,
7. 

should re-think their roles in terms of the contribution they can make in this context to 

community service in developing countries. Greater priority and added emphasis should 

to assistance in setting up local community development organizations and 
be accorded 

to the training of their personnel.
 

Special support should be given by volunteer agencies to the development of handicrafts,
8. 

agro-based and other small industries utilizing labor intensive processes toward improving 

the capacity of traders, artisans and other self-employed persons in the informal sector to 

manage their affairs and market their products. 

Volunteer 	agencies should take advantage of any opportunities which present themselves 
9. 

to promote the marketing in indjstrialized countries of the products of cottage type and 

similar industries including those coming from local cooperatives in Third World countries. 

Volunteer 	agencies have demonstrated their ability, working in cooperation with accepted
10. 

domestic organizations to bring effective assistance to underprivileged or deprived minor

the general community is especially desirable. The 
ity groups, whose integration into 

to this area as one in which their activities could 
attention of volunteer agencies is drawn 


be further developed.
 

11. Volunteer agencies are invited to consider to what extent they could, as a matter of prior
lea,,- developed countries. 

ity, direct their future efforts to meeting the needs of the 

Similarly, in other countries they could review the possibility ot v- nforcing their assis

tance to the least developed sectors and areas. 

12. Domestic development services should be encouraged both in developing and industrial

ized 	 countries. Volunteer sending organizations and governments should support with 

as well as with material and financial assistance the efforts of domestic develop
personnel 

ment services and various self-reliance groups of the younger generation.
 

experts,between the different categories referred to as 
13. The 	distinction made hitherto 

junior experts, volunteers, etc. no longer corresponds to reality - either to the needs for 

service is required or to the background from which they come: a new 
which their 

to development service is therefore indicated encompassing varying degrees of 
approach 

with service mindedness. This new category
skilled aptitude and experience together 


should possibly be referred to hereafter as development workers.
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very important factors in the subsequent
Selection and pre-service training are seen as 

service provided by development personnel. Therefore organizations sending out person

selection and adequate pre-serviceensure carefulnel for development purposes should 

training. 

world food resources and, therefore,
14. In view of the increasing pressure of population on 

scale famine, volunteer agencies should take steps to 
the increasing likelihood of large 
prepare coordinated plans to make volunteer manpower available to help alleviate suffer

ing. Past and present volunteers would be a valuable source of recruitment for the skilled 

and experienced manpower required. 

Voluntary organizations have a respon:ibility to influence public opinion and press upon
15. 

home governments the need for just trading conventions and reform of the international 

monetary system so as to achieve a fair distribution of the world's wealth. 

drawn up by the delegates present at the Dublin Conference and ratified 
This declaration was 

by them at their final Plenary Session on 26th April 1974.
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APPENDIX B4 

LIST OF LEAST DEVELOPED COUNTRIES 1 

Indicators for least developed countries are: 

1. 	Per capita gross domestic product at current market prices of $150 or less in 1968; 

2. 	A minimal share of manufacturing in the total gross domestic product at factor costs at 
latest year available; 

3. 	 A low percentage of literate population in the age group of 15 years and over, around 1960. 

There are four groups of least developed countries: 

GROUP I: 	 Countries with a share of manufacturing 10% or less, and a literacy ratio of 20% 
or less: 

Rwanda, Upper Volta, Burundi, Somalia, Ethiopia, Malawi, Tanzania, Laos, Chad, 
Niger, Guinea, Benin (Dahomey), Mali, Botswana, Yemen, Sudan, Gambia, 
Bangladesh 2 

GROUP II: 	 Countries with a share of manufacturing of 10% or less and a literacy ratio of 
more than 20 percent: 

Nigeria, Burma, Lesothiu, Indonesia, Uganda, Madagascar, Khmer Republic. 

GROUP III: Countries with a share of manufacturing more than 10% and a literacy ratio of 
20% or less: 

Nepal, Haiti, Congo (Democratic Republic), Afghanistan, Central African 
Republic, Pakistan, Togo. 

GROUP IV: 	Countries with a share of manufacturing just over 10% and a literacy ratio be
tween 20 and 28 percent: 

India, Kenya. 

In addition, the Twenty-sixth United Nations General Assembly (1971) named the 25 "hard
core least developed countries" as follows:
 

Africa: Botswana, Burundi, Chad, Dahomey, Ethiopia, Guinea, Lesotho, Mali, Malawi,
 
Niger, Rwanda, Soma!ia, Sudan, Tanzania, Uganda, Upper Volta; 

Asia: Afghanistan, Bhutan, Laos, the Maldives, Nepal, Sikkim, Western Samoa, 
Yemen; 

Latin America: Haiti. 

1According to: Committee for Development Planning, Report on the Seventh Session; Economic & Social 
Council Official Records: Fifty-first Session, Supplement No. 7; United Nations # E/4990 (Tinbergen 
Report). 

2Added later 
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APPENDIX B-5 

H/OnLD EMPLOYiEW ONFEREINCE 
LIGeneva, 4-17 June 1976) 

WBC/CW/E° 1 

DCkAION OF PRINCIPLMS AND EBOGRAM]E OF ACTION

ADO WORLD Ct_! CEON EMLOYET
 

IIM194 L150 Q L'B0URO G~IAl-4-17 Mg 1I7 

DECLARATION OF PRINCIPLES
 

The Tripartite World Conference on Employment, Income Distribution and Social
 
Proea and the International Division of Labour held in Geneva from 4 to 17 June
 
19761in accordance with the resolution adopted by the International Labour Con
ference during its 59th Session (1974):
 

AWARE that past development strategies in most developing countries have not
 
led to the eradication of poverty and unemployment; that the historical features
 
of the development processes in these countries have produced an employment
 
structure characterised by a large proportion of the labour force in rural areas
 
with high levels of underemployment and unemployment; that underemployment and
 
poverty in rural and urban informal sectors and open unemployment, especially in
 
urban areas, has reached such critical dimensions that major shifts in development

strategies at both national and international levels are urgently needed in order
 
to ensure full employment and an adequate income to every inhabitant of this One
 
World in the shortest possible time;
 

AWARE that industrialisod countries have not been able to maintain full employ
ment and that economic recoession has resulted in widespread unemployment;
 

NOTING that the Conforence is a major initiative on the part of the Inter
national Labour Organisation towards the efforts that many of the member countries
 
are making to establish a more equitable international economic order, and that it
 
is consistent with the deliberations of the important world conferences of recent
 
years;
 

RECALLING further the conclusions of the Sixth and Seventh Special Sessions
 
of the United Nations General Assembly, in particular Resolution 3202 (S-VI) con
oerning the Establishment of a New International Economic Order, and Resolution
 
3362 (S-VII) concerning Development and International Economic Co-operation;
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NOTING that underemployment, unemployment, poverty, malnutrition and illiteracy
 
are caused by both national and international factors; that at the national level
 
they are caused by structural factors emanating from underdevelopment and, at the
 
international level, they are due mainly to the deteriorating situation in develop

ing countries, which is partly the consequence of cyclical and structural imbalance,

in the world economic situation;
 

RECOGNISING that one of the primary objectives of national development effort8
 
and of international economic relations must be to achieve full employment and to
 
satisfy the basic needs of all people throughout this One World;
 

COMMITTED to the attainment of an equitable distribution of income and wealth
 
through appropriate strategies to eradicate poverty and promote full, productive

employment to satisfy basic needs;
 

NOTING
 

(a) 	that unemployment, underemployment and marginality are a universal concern and
 
affect at least one-third of humanity at the present time, offending human
 
dignity and preventing the exercise of the right to work;
 

(b) 	that the experience of the past two decades has shown that rapid growth of
 
gross national product has not automatically reduced poverty and inequality in
 
many countries, nor has it provided sufficient productive employment within
 
acceptable periods of time;
 

(c) 	the current unsatisfactory international economic situation and the dis
cussions of problems affecting unemployment and related issues in UNCTAD IV;
 

(d) 	that the existence of an informal urban sector which has grown out of pro
portion during the 
past decades in the developing countries and the chronic
 
lack of jobs in rural areas burden the labour markets and hinder the sectoral
 
and regional integration of national development policies;
 

(e) 	that it is necessary to replace the current international division of labour
 
wherein the participation of developing countries in international trade is
 
mainly the exportation of raw materials, semi-processed products and highly

labour-intensive manufactured goods and the importation of highly capital
intensive industrial products, so as to enable all countries to engage in 
other types of production in accordance with their national priorities; 

RECALLING the Universal Declaration of Haman Rights, in particular Article 23, 
adopted by the General Assembly of the United Nations in 1948;
 

CONSIDERING that only productive work and gainful employment, without dis
crimination, enable man to fulfil himself socially and as an individual, and
 
reconfirming that the assured opportunity to work is a baoic human right and free
dom;
 

CONSIDERING that the growth of productive employment is one of the most
 
'ffective means to ensure a just and equitable distribution of income and to raise
 
the standard of living of the majority of the population;
 

CONVINCED that the establishment and modernisation of small and medium-sized
 
enterprises in rural as well as in urban sectors will increase the volume of employ
ment and therefore play an important part in a basic-needs strategy, and that the 
private sector has an important role to play in development and employment 
creation; 

CONSIDERING that integrated development of developing countries can be
 
achieved only in so far as equal priority is attached to the social, economic and
 
political aspects of development;
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AFFIRMING that the problems of underemployment, unemployment and poverty must
be attacked by means of direct, well co-ordinated measures at both national and
international levels;
 
RECOGNISING that 
in most developing countries, the government is the principal
promoter of development and employment and the competent instrument to achieve a
just and equitable distribution of income, with the effective participation of
trade unions, rural workers' organisations and employers' associations;
 
RECOGNISING that international relations should be based on co-operation,
interdependence, national sovereignty, self-determination of peoples, and
intervention in the internal affairs of countries; 

non-


RECONFIRMING the importance of regional and subregional co-operation as
major instrument to a
achieve the expansion of dowestio markets, to
use facilitate the
of modern technologies, efficient industrialisation, better integration into
the world economy, and 
to give greater weight to 
the positions of developing
countries in international relations, with a view to accelerating the development
of Third World countries;
 

NOTING the firm commitment of the developing countries and of some
countries to developed
implement the New International Economic Order, baued on
ciples contained in the Charter of Economic Rights and Dutios 
the prin

of States;
 
NOTING that a reviow and appraisal of the strategy for the Second Development
Decade (Resolution 3517 
of the United Nations General Assembly) are taking place
and that preparations for the Third Development Decade have commenced;
 
CONVINCED that the strategy for the Second Development Decade needs to be
complemented by a programme of action to 
guide international and national development efforts towards fulfilling the basic needs of all the people and particularly
the elementary needs of the lowest income groups;
 
RECALLING that the ILO, particularly through its World Employment Programme,
has a direct responsibility for elaborating such 
a strategy with regard to the
achievement of full productive employment in decent working conditions, andensuring respect for the freedoms and rights of association and collective bargaininglaid down in Conventions Nos. 87, 98 and 135; 

A C6
A Gd
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APPENDIX C-1
 

DEFINITIONS 

negative or positive - of a person with respect-Attitude: Way of being, thinking and acting 

to self, others, local community, nation, and international community. 

Categories: Classification of information on the basis of selected indicators 

problem, consisting of demand for action and availability of 
Cause/Reason: A condition, or 
resources at the same time, that permits or leads to subsequent activity. 

negative or positive -

Changes - Social/Economic: Variation in the structure and conditions 

affecting person-to-person relations, or actual or potential income.
 

Given number of persons living within a specific geographical area who share 
Community: 

institutions and values, and where there is a significant social interaction.
 

Community Development: Mobilization and advancement of people living within a specified 

geographical area, sharing institutions and values in terms of social and economic well-being,
 

self-reliance and determination, and equal opportunity and justice.
 

or nation, chooses to rely, trust,individual, community,Dependence: Situation in which an 


or is forced to rely, contingent upon outside decisions or aid.
 

Development: Mobilization and advancement of people, to maintain and achieve an adequate 

livelihood and self-reliance, in contrast to advancement of institutions and profits. 

Work programs for the mobilization and advancement of people,
Development Services: 

a specified period with attention and devotion, in response to needs, and for 
carried out for 
the benefit of others. 

non
and learning - both intentionally (schools) and 

Education: Process of instruction 
intentionally (via environment/home) to prepare a person to function in abroad range of occu

pational and societal roles. 
learning

System: A structured and intentional arrangement for instruction and 
Education 

responding to needs for: 

education through schools and institutions of higher learning, and 
- "formal" 

- "non-formal" education through a variety of learning programs. 

the objectives and the causes/
output (achievements) compared to 

Effectiveness: Program 
reasons for the existence of a development service. 

Efficiency: Program output of a development service compared to costs/program input. 

17 i i 
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Employment System: 

- "Formal" Employment, a structured arrangement for work by people, governed by
 
protected markets and requireing formally acquired skills, in response to economic
 
needs, and for profit.
 

- "Informal" Employment, work by people in an unstructured small scale arrangement
 
within the framework of licensing policies, relying on indigenous resources, family
 
ownership and governed by unregulated and competitive markets, requireing no formal
 
skills in response to needs, and for profit.
 

Goals: Preferred outcome of a program or program sectors of an institution in terms of targets 
to be achieved in a specified period of time. 

Interdependence: Situations in which individuals, communities or nations - whether by choice 
or force - rely, and interact mutually on one another's decisions, actions or aid. 

Leader: (a) 	A person placed in a legal or admired position commanding authority to direct an 
organization or group of people. 

(b) 	 An individual having the personal authority to direct/influence other people or 
groups of people. 

Leadership: 	 (a) A position of command to direct an organization of group of people. 

(b) 	 A behavior that exerts authority and influence over people or groups of 
people. 

(c) A capacity to motivate people to follow an individual's direction.
 

Model: A representation of something considered as a standard of excellence to be imitated.
 

Motivation: Impulse - positive or negative -- that causes a person to act in a certain way and
 
with a certain intensity or commitment. 

Need: A quantitatively and qualitatively structured profile of conditions which require relief,
 
and determine the nature of the response.
 

Objectives: Preferred outcome of activities of an organization in resonse to needs without
 
specifying a time-frame. 

Obligatory Development Service: Work programs for the mobilization and advancement of 
people whose participants join because of legally binding arrangements, and carry out their 
work with attention and devotion, for a specified period of time, for the benefit of others with 
minimum and equal remuneration 

Program: A plan or outline of operation, defined by goals in response to established needs 
(volunteer service program, training program, work program). 

Program Areas: Sectors of operations, determined by specific performance requirements and 
piocedures, i.e. work program areas: health service, technical training, agriculture, etc. 
Normally, development services describe the emphasis of their work programs by area rather 
than by project. 
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Project: An undertaking, actual case of execution determined by goals, location schedule, 

resources and results, governed by management procedures. 

Recurrent Education: Education system providing life long opportunities for different types of 

education, at different times, places, and on various levels. 

Service: Work performed with attention and devotion, in response to causes and needs, for the 

benefit of others, that does not entail financial gain for those who serve. 

System: A structured arrangement of procedures, methods or components that responds to a 

need. 

Training: Process of instruction and learning to prepare an individual for performance of a 

specific task, or set of tasks, required for a particular job or occupation. 

Voluntarism: Any theory which holds that reality is ultimately of the nature of the will, or 

that the will is the primary factor in experience. 

Volunteer: A person who enters into service of his own free will without expecting monetary 

gain. 

Volunteer Development Service: Work programs for the mobilization and advancement of 
free will, to carry out their work for a specificpeople, whose participants join of their own 

to a need, determined by cultural, religious, philosophical and economic standards, 

period, with attention and devotion for the benefit of others and at a minimum or no 

remuneration. 

Work: A physical, mental, moral and purposeful effort in a structured environment, in 

response 

resulti-- in specified achievements, personal :atisfaction, and often economic gain.
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420, 430, 434, 437, 451, 460-470, 481, 484,491, 493, 496, 500-508, 511, 520, 522, 
523-524.

Foreign Volunteer Services, Multinational -see Multi
national Volunteer Teams and United Nations 
Volunteers. 

Foreign Volunteer Service Provisions in Domestic 
Development Services: 162, 243, 488.
Funding of Development Services: 
 89, 152, 157,218, 235, 290, 329, 415, 440-445, 507-508, 
515, 520. 

G 

Gadna Youth Corps-see Israel.
Germany (FR), Deutscher Entwicklungsdienst (Ger

man Volunteer Service): 268, 270, 272, 276, 
281, 285, 286, 288, 290, 292, 297, 299, 301,306, 310, 314, 316, 324, 331, 334, 335, 337,395, 398, 404, 409, 417-419, 434, 435, 446,
461, 463-464, 465, 466, 485, 512.Global Learning: 264, 266, 486, 488, 496, 505, 
515, 526. 
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Global Relationships: 427-429, 491-494, 496, 515, 
525-526. 

Goals of Development Services/Guidelines/Strate-
gies: 34. 

Training: 97, 162, 231, 305, 503. 
Work Programs: 104, 234, 241, 309-312, 316, 

328, 401, 463-464, 503. 
Recurrent Education: 356, 357, 359, 360, 361, 

362, 503. 
Employment: 383, 385, 503. 
Citizen Participation: 392, 393, 399, 404, 503. 
Partnership-Cooperation: 500-508, 510, 525-526. 

Governmental Volunteer Services: 16, 27, 217, 420. 

Helping Relationships/Helper. 30, 321, 389, 480, 
481,496, 503-505. 

Independence: 17, 41,310. 
Indicators of: 

Efficiency: 87, 154, 156. 
Effectiveness: 118, 125, 171,181, 182, 187, 250, 

252, 261,334,336, 337,339,340, 342,499. 
Indigenous Service Schemes: 15, 17. 
Indonesia, BUTSI: 132, 189, 191, 194. 196, 200, 

205, 206, 210, 214, 216, 218, 226, 228, 231, 

233,234, 237, 241, 243, 245, 251, 253, 358, 
378, 379, 381, 395, 397,398,401,404,408, 
417, 431,432,436, 441,442, 448,455,461, 
468, 482,519,520. 

Indonesia, KKN: 128, 131, 132, 150, 156, 159, 
161, 180, 378,397,399,443,489,518.
 

Imported Service Models: 17, 433. 
Interdependence: 354,428, 491,492-493, 497, 499, 

501,521,525.
 
International Secretariat for Volunteer Service: 24, 

192, 430, 435, 437, 444, 451, 455, 464, 466, 
471-475. 

Interrelationships between Development Services/ 
Common Ground: 30, 192, 265, 434, 435, 
437-439, 470, 477, 480, 481, 485-486, 500-
508, 525-526. 

Israel: 
Domestic Development Services: 436, 462. 
Gadna Youth Corps: 20, 42, 436. 
International Youth Cooperation Center/Foreign 

Assistance: 436, 437, 449, 454, 471. 

J 

Job Creation/Employment Generation: 47, 85, 368, 
369, 372, 378, 397. 

K 

Kenya National Youth Service: 41, 52, 58, 61, 64, 
74, 82, 86, 89, 92, 94, 99, 102, 107, 114, 
120, 355, 374, 375, 394, 398, 399, 441, 446, 
448, 455, 461, 469, 511. 

Kenya Village Polytechnics: 52, 58, 62, 64, 71, 74, 
82, 86-87, 89, 92, 94, 98,107,114, 121,373, 
374, 395, 396, 397, 398,400,407,413,417, 
431,441,448,450,461,510.
 

Kenya Voluntary Development Association: 193, 
196, 200, 205, 206, 214, 216, 218, 226, 228, 

231, 243, 245, 252, 379, 395, 397, 404, 415, 
433, 441,461,469,488. 

Kulia Kerja Nadja (KKN)-see Indonesia. 

L 

Leadership in Development Services: 63, 66, 68, 

139, 199, 202, 274, 278, 399, 420, 424, 498, 
506, 526. 

Learning, experiential-see Work/Service Learning. 

Learning, international-see Global Learning. 
Learning/Personal Growth: 264,361,481,483,485, 

486, 496-497, 505, 519. 
Legislation/Institutionalization of Development Ser

vices: 58, 61, 136, 137, 196, 199, 270, 416

419, 434, 506-507. 
Lifelong Education-see Education, Recurrent. 
Linkages of Development Services with Other In

stitutions: 31, 68, 84, 151, 216, 325, 360, 
361,375,384,396,398,424. 

M 

Malaysia, National Youth Pioneer Corps: 49, 52, 
58, 61, 64, 74, 82, 86, 89, 92, 94, 99, 107, 

114, 121, 355, 375, 398,399,431,441,448, 
450, 461, 463. 

Malaysia, National Youth Development Corps: 48, 
52, 58. 61, 64, 74, 82, 89, 92, 94, 99, 107, 
114, 122,399. 461,468.
 

Malaysia, Farm Youth Project: 52, 58, 62, 64, 74, 

82, 87, 89, 92, 94, 99, 107, 114, 122, 397, 
400,407. 

Material Services: 326, 430, 434, 435, 442. 

Mellernfolkelight Samvirke-see Denmark. 
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0 

Mobilization, Citizen-see Citizen Participation.-

Mobilization Theory: 388, 390, 391, 393, 394, 398, 

400-401,403,406,419,428,477,480,482. 
Multinational Volunteer Teams: 316, 438, 464467, 

483,506. 
Mutuality of Learning and Helping: 486, 496. 498, 

501, 502-505, 510 525, 526. 

N 
483.

NationBuding: 49, 50, 52, 133, 191, 371 


Service Types-see Training and

National Youth 


Employment Schemes. 


Needs of Development: 34, 38, 50,266, 367, 369, 


384, 389, 476, 497. 

128, 156,


Nepal, National Development Service: 


159, 161, 162, 166, 171,397,489. 

Nederlandse Vrijwilligers:
Netherlands, Stichting 

271, 2/2, 276, 281, 286, 288, 290, 292, 298, 

306, 310, 314, 324, 331335, 337,300, 301, 

395, 417, 461, 463. 


136,Youth Service Corps: 133,Nigeria, National 
152, 154, 158, 161, 162,138, 143, 149, 151, 

163, 168, 179, 186,379,395,448,451,482. 


Volunteer Services: 16, 27, 199,
Non.Governmental 


217,416, 430, 433, 465, 487, 513, 521. 


Normative Mobilzation-see Values. 


34, 38, 52,Objectives of Development Services: 

54, 133, 193, 267, 348, 498. 

Obligatory Development Services: 18, 26, 137, 161, 

393. 
Older American Services-see USA. 

239, 322, 408, 409,Role: 235, 237,Ombudsman 
523. 

Opinions on: 
66, 68, 7,

Training and Employment Schemes: 

79,96, 104,110,112,115. 
 169, 170,140, 144, 161, 166,
Study-Services: 

171,174, 177,178.
 

Social and Technical Development Services: 202, 

208, 210, 230, 235, 237, 241, 246. 

Foreign Volunteer Services: 80, 145, 146, 213, 

462, 468-469. 
Community Cooperation: 405-406. 

456, 457, 458, 
Foreign Assistance: 453-454, 

462,475.
 
of Developmentand ManagementOrganization 

148, 213, 282, 284, 286, 339,
Services: 81, 

393, 395, 404, 417419, 420, 467, 470, 506-


508, 525. 

see Achievemeits.output Program 
30, 180, 237, 239, 320, 400, 407. 

Role. 
408, 409, 422, 423, 447-470, 477, 480, 482,Outsider 

483,484,506,519. 

Panama, National Volunteer Service: 58, 61, 64, 74,
 

82, 89, 93, 94, 99, 107, 114, 124, 136, 138,
 

152, 154, 158, 160, 179, 196,200,
143, 149. 

205, 206, 210, 214, 219, 226, 228, 243, 245, 

250, 441,448,461,464,483. 
479-526.Partnership.Cooperationi 

478, 480-481, 485-486,Concept/Causes/Needs: 
491-499, 509, 510, 523, 525-526. 

of: 221, 224, 295, 457,Elements/Standards 

485, 500.508, 509-510.
 

Action Outlines: 488-489, 509-525.
 

Peace Corps-see USA.
 
Peace, Facilitation of: 321, 337, 486, 491, 510.
 

Factors for
Performance of Development Services, 

80, 110, 115,Success/Failure: 56, 66, 79, 
168, 170, 171, 175, 177,116, 141, 146, 166, 

248, 256,202, 213, 239, 240, 242. 246, 

313, 319, 333, 336-337, 356, 357, 359, 444, 

454,458,465,466,470,476,499. 
Foreign Assistance.Personnel Assistance -see 


Personnel in Development Services-see Leadership,
 

Staff, Volunteers. 
Problems in Industrialized Countries: 132,134, 190, 

191. 
Problem Solving: 36, 125, 181, 187, 190, 333. 

Program Activities of Development Services: 
195, 269, 395, 487-491,35, 56, 135,General: 

503-508, 509-525. 
135, 195, 269, 395, 396,

Program Inputs: 57, 
420, 500-501, 502-503, 506-508, 509. 

396,225, 296, 395,
Program Tasks: 91, 157, 


420, 503-505, 509-525.
 
194, 238, 256, 258,

Poverty/Poor: 132, 185, 190, 
451,367, 393-394, 298, 409-411,259, 365, 

491,504,526.
 

Q 
Procedure:

Questioning Rationale, Assessment 33, 
333, 348, 475,

36, 56, 118, 181, 167, 261, 

479, 480, 491, 497, 499, 525. 

R 

Reasons Why Staff Joins: 50, 77, 144, 208. 
230. 

Reasons Why Volunteers Join: 96, 161, 
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"Receiver" Training: 233, 317, 466. 
Reciprocity of Service: 332, 467, 469, 485, 486, 

489-491, 500, 502, 504, 507-508, 511, 515, 
517-518, 520-522, 524. 

Relationships between Development Services: 
No Cooperation: 439,468,481. 
"Giver:Receiver": 427, 430, 434, 435, 445, 452, 

457, 458, 460, 464, 467, 473, 476, 477, 478, 
480, 483485, 496, 502, 510, 525. 

Partners/Equal-term Relationships: 221, 224, 

295, 457, 460, 473, 478, 485, 496, 500-508, 

523. 

"Right to Serve" Principle: 191, 229, 236, 240. 

Recurrent Education-see Education. 

Retired Executive Services-see Senior Citizen Ser-


vices and USA, ACTION. 

S 

Schedules of Development Services: 92, 107, 158, 

159,226,297,516. 

Self-Help: 15, 18, 27, 29, 190, 372, 389, 399, 454, 

488. 

Self-Reliance: 131, 133, 191, 387, 428, 433, 454, 

491, 493-494,497,499, 525. 

Senior Citizen Services: 229, 250, 251,358. See also 

USA, ACTION. 
Service-Learning-see Work/Service Learning. 

Size of Development Services: 28, 31, 58,83, 136, 

141, 150, 196,204,251,270,278. 


Social and Technical Development Services: 21, 

132, 189-262, 332, 338, 357, 362, 379, 

393, 395, 404, 417, 441, 448, 457, 468, 

488, 500, 506, 508, 513, 516, 518, 519-522, 

523,524. 

Societal Guidance: 398, 403, 423, 424, 526. 

Society: 
Develop-Dual Organization/Development-see 

ment. 
Modernizing Organization/Development-see De-

velopment. 
Staff 	 in Development Services: 73, 79, 136, 142, 

147, 205, 213, 221, 270, 280, 358, 395, 456, 

462, 471475, 502, 511, 517, 522, 523, 524. 

Staff Training: 76, 210,431, 435, 471-474, 523. 

Stichting Nederlandse Vrijwilligers-see Netherlands. 

Study-Services: 20, 127-188, 332. 356, 362, 377, 

393, 395, 404,417,441,448,451,455,457, 
468, 488, 506, 507, 515-518. 

Supervision of Development Services: 62, 68, 138, 

179, 200, 241, 245, 274, 319, 420, 506-509. 

T 

Technology, Appropriate/Intermediate: 108, 241, 
318,368, 370,371,503.
 

Thailand: Arsa Pattana: 
Rural Development Volunteers: 193, 196, 200, 

205, 206, 210, 214, 218, 226, 228, 231, 234, 
245, 250, 255, 395, 397, 404, 409, 413, 417, 
468.
 

Youth Development Volunteer Project: 196, 200, 

205, 206, 210, 214, 218, 226, 228, 231, 234, 

245, 250, 256, 358, 380, 397, 404, 417, 468. 
Volunteer Leaders for Community Development: 

190, 196, 200, 205, 206, 210, 214, 218, 226, 
228, 235, 237, 245, 250, 256, 359, 380, 395, 
397,404,408,409,413,417,468, 507.
 

Thailand, Rural Youth Leadership Training: 47, 48, 

52, 58, 61, 64, 71, 74, 82, 89, 93, 99 107, 
114, 123,397,400,407,431,441.
 

Thailand, Thammasat University Graduate Volunteer 
Programme: 132, 133, 136, 138, 143, 149, 

151, 152, 154, 158, 160, 162, 163, 165, 166, 
167, 169, 179, 182, 379,397,415,441,461, 
489.
 

Training and Employment Schemes: 20, 41-126, 
355, 362, 375, 395, 404, 417, 431, 432, 433, 
436, 448, 450, 456, 463, 484, 510. 

Training of Volunteers-see Volunteers. 

U 

47, 189, 365,Unemployment/Underemployment: 
366,375.
 

Underinvolvement: 189, 191, 358. 

United Kingdom: Community Service Volunteers: 

132, 137, 159, 191, 193, 196,201,205,206, 
215, 216, 219, 227, 229, 233, 236, 243, 245, 

25-7, 379, 395, 397, 401, 404, 408, 415, 417, 

436, 451, 488, 504, 519, 520. 

United Nations & Related Agencies: 23, 49, 89-90, 

218, 349-350, 352, 365-370, 428, 430-433, 

442, 450, 455, 463, 470, 492, 524-525. 

United Nations Volunteers: 23, 244, 270, 272, 277, 
278, 281, 285, 286, 290, 292, 294, 298, 302, 

304, 306, 312, 314, 331, 332, 338, 393, 401, 

432, 435, 448, 455, 469, 470, 519, 524-525. 

USA, ACTION: 
General: 61, 64, 71, 74, 191, 194, 201, 206, 

210, 215, 217, 221, 244, 250, 277, 380, 404, 

417,490,504,520,521.
 

Executive Services (SCORE/ACE): 196, 205, 
215, 219, 227, 229, 245, 250, 260, 359, 397. 

Older American Services (RSVP, FGP, SCP): 196, 

205,219,227,229,245,250,359,395,397.
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V 

Peace Corps: 160, 164, 173, 267, 270, 272, 277, 

281, 285, 286, 289, 290, 292, 298, 299, 301, 

304, 306, 307, 311, 314,316, 324,326,331, 
334, 335, 337, 360, 381,397,402, 409,416, 
417,434,435,446,461,463,464,474,489.
 

Special Volunteer Proqrdms: 58, 61, 64, 82, 89, 
93,94,114. 


University Year for ACTION (UYA): 132, 134, 
136, 138, 140, 143, 149, 151, 152, 154, 158, 
160, 162, 163, 165, 169, 170, 179, 184, 397, 
489, 515, 517, 518. 

Volunteers in Service to America (VISTA/ACVP): 
173, 196, 205, 219, 221, 227, 229, 232, 236, 
238,245,250,258,379,397,409,410,489. 


USA, Volunteers to America (VTA): 489-491, 521. 

Values, Normative Mobilization: 50, 130, 191, 192, 
216, 264, 389, 392, 399, 403, 406, 421, 478, 
481,494,505. 

Voluntary Service, Principles: 18, 25, 191, 205, 234, 
265, 294,295,388,391,394,410, 488. 

Volunteers: 464, 466. 
Background: 58, 70, 136, 142, 196, 204, 270, 

279,302,402, 462. 
Recruitment and Selection: 94, 160, 180, 228, 

245,299,395,402,472,503. 
Training: 92, 97, 158, 162, 180, 226, 231, 245, 

297. 304, 306, 355, 356, 357, 465, 473, 498, 
503. 


Placement: 165, 231, 303, 501, 503.
 

Allowances: 154, 221, 224, 292, 465, 485, 500

501,506,508,525. 

Equal Service Conditions: 485, 488, 489, 498, 

500-501. 

Volume/Level of Qualitative Achievements: 118, 
182. 

W 

Women's Participation in Development Services: 
71, 136, 139, 142, 196, 205, 279, 283. 

Work/Service Learning: 97, 104, 127, 132, 148, 
150, 164, 168, 171, 264,267,320,321,355, 
357, 359, 360,496, 503-505. 

Work/Service Principle: 103, 234, 485, 486, 496, 
497, 498, 503-505. 

Work Programs of Development Services: 
Policies and Guidelines: 104, 165, 234, 237, 309, 

396, 397, 401, 403, 409, 463, 501, 503, 506, 

509-510, 519. 
Areas of: 92, 104, 158, 166, 226, 234, 245, 297, 

314, 319, 409, 464, 468, 469, 503, 510-525. 

Methodology, Technology: 108, 167, 180, 241, 
318, 326, 397, 465, 502. 

Volunteer Roles/Success: 167, 170, 180, 235, 
239, 240, 319, 320, 339, 406, 407, 408, 409, 
462, 465, 468, 503-505, 510, 515, 519, 523. 

Project Success/Failure: 110, 171,242,319,336, 
396,465.
 

Supervision: 109, 241, 245, 288, 397, 503.
 
World University Service-see Canada.
 

y
 

Youth Development Problems: 41, 43, 45, 47, 128, 
370,373,375,377,379.
 

Z 

Zambia, National Youth Service: 42, 49, 107,463. 
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