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In This Issue: 
“When Ability and Will Combine: Volunteer Motivations and Incentives” 

 
One of the first things we must be aware of is the necessity to 
distinguish between a person’s ability to do something and his will 
to do it. A volunteer might be perfectly able to perform a task, . . . 
but they simply do not want to do it. 

       (Marlene Wilson, 1976, p. 42) 
 
These few simple, straightforward words from The Effective Management of Volunteer 
Programs (Boulder, CO: Volunteer Management Associates) summarize so well the ongoing 
challenge faced daily by managers of volunteers: how to effectively match a volunteer’s 
interests, needs and wants with those of the holistic volunteer program and sponsoring 
organization. Indeed, the ability to create a climate wherein individuals consciously seek to 
contribute time, energies and talents to an individual, cause or group (for which they will not be 
paid) is a requisite skill, talent and capacity for any successful manager of volunteers. Notice that 
I did not say “the ability to motivate individuals”. Although numerous volunteer management 
models focus extensively on “motivating volunteers” as a core component, I am definitely from 
the school of thought that purports that one may not motivate anyone to do something they do 
not wish to do. Rather, one may excite an interest, establish a need, or create conditions wherein 
individuals motivate themselves. I argue that it is only through such self-motivation by 
volunteers that sustained personal and organizational leadership, programmatic success, and 
volunteer retention are achieved. 
 
This issue of The International Journal of Volunteer Administration focuses upon volunteer 
motivations and incentives. Four excellent Feature Articles highlight the focus topic from four 
diverse perspectives. Marcia A. Finkelstein explored possible relationships between the 
satisfaction expressed by older volunteers, and the volunteers’ motive strength, motive 
fulfillment, time spent volunteering, and length of volunteer service. She concludes that, “The 
more the [volunteer] experience fulfills them, the more satisfied the individual and the greater 
the commitment to continue volunteering.” Laura Littlepage, James Perry, Jeffrey Brudney and 
Phillip Goff investigated the motivations and voluntary activities of exemplary volunteers 
through a lens of religiosity. Their work emphasizes the affects of faith, spirituality, and life-
altering events upon individuals’ decisions whether, when, and how to volunteer. Becky Starnes 
continues her investigations into the concept of “psychological contracts” between individual 
volunteers and nonprofit organizations, especially as focused upon trust and job satisfaction. And 
finally, Carlton Yoshioka, William Brown, and Robert Ashcraft examined motivations of active 
senior adults who volunteer and those who did not volunteer. They conclude that “. . . managers 
of volunteers who understand the social psychological motives sought by seniors will be better 
equipped to provide experiences that satisfy the altruistic and egotistical functions of current 
volunteers and those that have the potential to volunteer. This will result in recruitment and 
retention strategies that are effective in meeting the needs of the organization and the seniors 
who are willing to volunteer to support and benefit future generations.” 
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Mary Kay Hood contributes a Book Review of Peggy M. Jackson’s 2006 text, Nonprofit Risk 
Management & Contingency Planning - Done In A Day Strategies (Hoboken, NJ: John Wiley & 
Sons, Inc.). 
 
From The JOVA Annals features four articles focused upon volunteer motivations and 
incentives, yet published previously in The Journal of Volunteer Administration: “Volunteering: 
A Comparison of the Motivations of Collegiate Students Attending Different Types of 
Institutions,” by David J. Burns, Ph.D., Mark Toncar, Ph.D., Jane Reid, Ph.D., Cynthia 
Anderson, Ph.D., Cassandra Wells, Ph.D., Jeffrey Fawcett, Ph.D., and Kathleen Gruben, Ph.D. 
(originally published in 2005); “Maximizing Elder Volunteerism and Service: Access, 
Incentives, and Facilitation,” by Madhura Nagchoudhuri, Amanda Moore McBride, Ph.D., 
Prema Thirupathy, Nancy Morrow-Howell, and Fengyan Tang (first published in 2005); 
“Volunteer Attrition: Lessons Learned From Oregon’s Long-Term Care Ombudsman Program,” 
by H. Wayne Nelson, Jr., Ph.D., F. Ellen Netting, Ph.D., Kevin W. Borders, Ph.D., and Ruth 
Huiber, Ph.D. (first published in 2004); and, “Reasons for and Barriers to Participating in 
Volunteerism and Service: A Comparison of Ohio Youth in Grades 5-8 and 9-12,” by R. Dale 
Safrit, Ed.D., Rosemary R. Gliem, Ph.D., and Joseph A. Gliem, Ph.D. (published originally in 
2004). 
 
We hope this issue of The International Journal of Volunteer Administration will provide the 
reader with insights, ideas, and opportunities so as to better foster organizational and 
programmatic climates that help individuals become motivated to serve through volunteerism. 
 
R. Dale Safrit, Ed.D. 
Editor-In-Chief 
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If I have seen further, it is by standing on the shoulders of giants. 
 
 (Sir Isaac Newton, 1675) 
 
 

Volume XXIV of The International Journal of Volunteer Administration is lovingly dedicated to 
the memory of Mary V. Merrill, LSW, a dear friend to any volunteer, a colleague to all managers 
of volunteers, a mentor to me personally, and the former editor of The Journal of Volunteer 
Administration. Mary left this world suddenly and unexpectedly on February 19, 2006, yet her 
legacy will remain with us forever. 
 
Mary Merrill dedicated her career and her life as an international speaker and author to providing 
consultation and training in volunteer administration, board development, and strategic planning 
to strengthen the leadership and structures that support volunteerism.  She was adjunct faculty at 
The Ohio State University and Editor of The Journal of Volunteer Administration from 2002 
until her death. Mary taught and consulted internationally in 15 countries, and nationally in 37 of 
the 50 United States. Working with the Points of Light Foundation she helped establish the first 
volunteer center in Russia and worked for two years with developing Non Government 
Organizations (NGOs) in Armenia.   
More recently, Mary worked with the Volunteer Development Committee of the United Nations, 
and presented at the European Volunteerism Conference in Croatia. Mary was an invited speaker 
for the Asian Pacific Conferences for Volunteer Administration in Korea (2002) and Hong Kong 
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(2005), the IAVE Latin American Conference on Volunteerism (Venezuela, 1998), and the 1st 
International Conference of Museum Volunteers (Mexico City, 2002). She was an annual star 
trainer for the Points of Light National Community Service Conference and recipient of a 2004 
Distinguished Service Award from AVA.  
 
Mary’s innovative ideas and models have been published in The Journal of Volunteer 
Administration; Voluntary Action: The International Journal of the Institute for Volunteering 
Research; and the Not-For-Profit CEO Monthly Letter.  She authored a book for the Paradigm 
Project, Points of Light Foundation, wrote the Volunteer Literacy Manual for Reading Recovery 
International, and co-authored and produced teleconferences/training videos on risk 
management, ethical decision making, and, non-profit board development.  
 
Mary was an invited speaker at the 1998, 2001, 2002 and 2004 Biennial World Volunteerism 
Conferences in Canada, The Netherlands, Korea, and Barcelona (resp.), and presented joint and 
individual volunteer-related research at the 1998, 1999, 2000, and 2001 annual conferences of 
the Association for Research on Nonprofit Organizations and Voluntary Action (ARNOVA). She 
was past-president of Volunteer Ohio, and a past recipient of the Award for Excellence presented 
by the Volunteer Administrators’ Network of Central Ohio. She helped create and co-taught the 
Institute for Community Leadership through the Leadership Center of The Ohio State University, 
and developed pioneering work in the area of impact evaluation for volunteer programs. 
 
So, Mary, if we have been able to see further into the future of volunteerism and volunteer 
administration, it is because we as your peers benefited from your individual dedication to 
humanity, your professional passion for volunteerism, and your personal unconditional love for 
your family, friends and colleagues. You were a giant in our profession, and we miss you dearly. 
 
R. Dale Safrit, Ed.D. 
Editor-In-Chief 
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Abstract 
The author used motivational analysis to examine the role of satisfaction with volunteerism in a 
sample of older volunteers. The motivational approach proposes that volunteering serves 
specific needs or motives. The more the experience fulfills them, the more satisfied the individual 
and the greater the commitment to continue volunteering. The aim of the study was to clarify the 
relationship between volunteer satisfaction and motive strength, motive fulfillment, time spent 
volunteering, and length of service, respectively. The results supported the motivational 
perspective. Motive strength and fulfillment correlated with satisfaction which, in turn, predicted 
time spent volunteering. Less satisfied volunteers devoted fewer hours but nonetheless often 
remained long-term volunteers. The findings suggest that to best utilize and maintain volunteers, 
motivations for helping should be determined early in the process and periodically re-assessed. 
 

Key Words: 
volunteers, satisfaction, motivation 

 
Volunteers represent an integral part of 

this country’s workforce. In the United 
States, 44% of adults volunteer, providing 
the equivalent of more than 9 million full-
time employees at a value of $239 billion 
(Independent Sector, 2001). Many 
organizations, particularly in the nonprofit 
sector, could not operate effectively without 
this assistance. 

The present study offered a theoretical 
approach known as motivational analysis to 
understanding factors that initiate and 
maintain volunteerism (Finkelstein & 
Penner, 2004; Finkelstein, Penner, & 
Brannick, 2005; Finkelstein, 2006; 
Finkelstein & Brannick, in press). For this 
purpose, we defined volunteerism as unpaid,  

 
long-term, planned, and discretionary 
prosocial behavior that benefits strangers 
and occurs within an organizational context 
(Penner, 2002). The deliberate and sustained 
nature of volunteering distinguishes it from 
the spontaneous acts of helping (e.g., 
bystander intervention) that were the object 
of early research into prosocial actions.  

Motivational analysis derives from the 
principle that human behavior is motivated 
by certain goals and needs. Understanding 
why individuals volunteer requires 
identifying the functions that volunteering 
serves (e.g., Omoto & Snyder, 1995; Clary 
& Snyder, 1999; Clary et al., 1998; Omoto 
& Snyder, 2002). Different people may 
provide the same services for very different 
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reasons, and one’s motivations may change 
over time. 

Clary et al. (1998) identified six 
potential motives for volunteering: Values 
(expressing altruistic and humanitarian 
values); Understanding (acquiring learning 
experiences and/or exercising unused skills); 
Social (strengthening social relationships); 
Career (gaining career-related benefits); 
Protective (reducing negative feelings about 
oneself or addressing personal problems); 
and Enhancement (growing psychologi-
cally).  

According to the motivational approach, 
whether volunteering persists depends on 
the extent to which the experience fulfills 
relevant motives (e.g., Clary, Snyder, Ridge, 
Miene, & Haugen, 1994; Clary et al., 1998; 
Davis, Hall, & Meyer, 2003; Van Dyne & 
Farmer, 2004). The theory’s logical 
assumption is that those whose motives are 
met will be more satisfied, and therefore 
more active, volunteers. Indeed, many 
organizations regularly assess volunteer 
satisfaction with the idea that more satisfied 
individuals will be more involved. 

However, prior examinations of the role 
of satisfaction in volunteerism have 
produced mixed results. Clary et al. (1998) 
found that when the volunteer experience 
matched their motives for helping, 
individuals reported greater satisfaction and 
stronger intentions to continue than when 
their motives remained unmet or when 
unimportant motivations were fulfilled. 
Monitoring volunteers throughout their first 
year of service, Davis et al. (2003), too, 
found that motive fulfillment predicted 
satisfaction. Surprisingly, satisfaction was 
only modestly related to time spent 
volunteering and was uncorrelated with 
longevity of service. Working with hospice 
volunteers, Finkelstein and McIntyre (2005) 
showed that satisfaction correlated 
positively with time spent volunteering but 
was unrelated to length of service.  

Our aim was to clarify, by examining in 
a single study, the relationship between 
satisfaction and antecedents of volunteering 
(motives), aspects of the volunteer 
experience (motive fulfillment), and out-
comes (time spent volunteering, length of 
service), respectively. The study is thus 
limited to examining properties of the 
individual rather than the organization. Of 
course, a complete understanding of volun-
teering also requires understanding the 
organization’s attributes and practices 
(Penner, 2002) and the interaction between 
the individual and the organization.  

We also focused on participants age 45 
and older. Middle-aged and older volunteers 
show greater organizational commitment 
than younger volunteers, donating more 
hours and serving for longer periods (e.g., 
Nelson, Hooker, DeHart, Edwards, & 
Lanning, 2004). A recent AARP study 
(2003) found that volunteers 45 and older 
average fifteen hours of service per month. 
Those who are not employed devote some-
what more time than those with jobs (nine-
teen hours vs. twelve hours per month, 
respectively). However, neither group is 
more likely to volunteer or to have regular 
volunteer commitments. 

According to the Bureau of Labor 
Statistics (2006), 32.7% of adults between 
45 to 54 volunteer, making them second 
only to those ages 35 to 44. Volunteering 
does decline (to 24.8%) in those 65 and 
older even though those of retirement age 
often have more available time. Given the 
increasing needs of many organizations for 
unpaid help, learning what motivates and 
sustains somewhat older volunteers may 
provide insights into strategies for recruiting 
and retaining them. 

The participants in this study volun-
teered at a nonprofit hospice that provides 
palliative care to individuals in the last 12 
months of a life-limiting illness. The hospice 
relies heavily on its volunteers who 

July 2007 
 

 
7 

 



THE INTERNATIONAL JOURNAL OF VOLUNTEER ADMINISTRATION 
                                      Volume XXIV, Number 5 

contributed an aggregated 66,000 hours to 
the organization in 2004.  
 
Hypotheses Tested in the Study 

Hypothesis 1a. Volunteer satisfaction 
will be positively associated with motive 
strength for all but Career motives. Career-
related rewards were previously found to be 
unimportant in motivating a sample of 
predominantly older hospice volunteers 
(e.g., Finkelstein et al., 2005).  

Hypothesis 1b. Satisfaction and Career 
motives will be uncorrelated.  

Hypothesis 2a. Satisfaction with 
volunteer work will correlate positively with 
the fulfillment of all motives except Career.  

Hypothesis 2b. Satisfaction will be 
unrelated to fulfillment of Career motives. 

Hypothesis 3. Satisfaction will be 
positively related to time spent volunteering. 
Because of conflicting results (cf. Omoto & 
Snyder, 1995; Penner & Finkelstein, 1998; 
Davis et al., 2003), no predictions about the 
association between satisfaction and length 
of service are offered.  
 
Methodology 
Participants 

The data collection instrument was 
distributed to the hospice’s 466 active 
volunteers, those with assignments at the 
time of the study. The survey was mailed to 
volunteers who worked with patients and 
their families and hand-delivered to thrift 
store, grief center, and office volunteers. 
Completed surveys were returned by 194 
recipients (42%), and analyses were carried 
out for respondents age 45 and older (n = 
159). Because the hospice does not 
ordinarily ask volunteers their age, we do 
not know what percentage of older volun-
teers this number represents. Nonetheless, 
within this subset, the mean age of partici-
pants was 70 years. Average length of 
service was four years, and most (n = 86 or 
54%) volunteered about one day per week. 

Measures 
Participants indicated their age, gender, 

length of service, and current activity level 
and completed the Volunteer Function 
Inventory (Clary et al., 1998). The inventory 
measures the importance of the six motives 
for volunteering (30 items), the extent to 
which volunteering has fulfilled those 
motives (twelve items), and satisfaction with 
the volunteer experience (five items). 

Examples for each motive subscale 
include: “I am concerned about those less 
fortunate than myself” (Values); “I can learn 
more about the cause for which I am 
working” (Understanding); “My friends 
volunteer” (Social); “Volunteering can help 
me get my foot in the door at a place where 
I’d like to work” (Career); “No matter how 
bad I’ve been feeling, volunteering helps me 
to forget about it” (Protective); and “Volun-
teering makes me feel important” (Enhance-
ment). Items assessing satisfaction included, 
“My volunteer experience has been 
personally fulfilling” and “This experience 
of volunteering with this organization has 
been a worthwhile one.”  

A Likert-type response format was used. 
For the motives subscale, the alternatives 
ranged from 1 or Not at all accurate/ 
important for you to 5 or Extremely 
important/accurate for you. In the fulfill-
ment subscale, the range was 1 (Strongly 
disagree) to 5 (Strongly agree). 

Findings 
Table 1 shows the correlations between 

volunteer satisfaction and both the strength 
and extent of fulfillment of the six motives 
for volunteering. Also included is the 
relationship between satisfaction and the 
two measures of volunteer activity: time 
spent volunteering, length of service.  

Partially supporting hypotheses 1 and 2, 
satisfaction was positively associated with 
all motives except Career and Protective and 
with the fulfillment of all motives (except 
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Career and Protective). Significant 
satisfaction-motive correlations: Values, r = 
.41; Understanding, r = .20; Social, r = .17; 
Enhancement, r = .21. Significant 
satisfaction-motive fulfillment correlations: 
Values, r = .35; Understanding, r = .26; 
Social, r = .21; Enhancement, r = .30.  
 

 Table 1 
 Correlates of Volunteer Satisfaction 

Variables Satisfaction 
Values (V)          .41*** 
Understanding (U)          .20* 
Social (S)          .17* 
Career (C)          .04 
Protective (P)          .16 
Enhancement (E)          .21** 
V Fulfillment          .35*** 
U Fulfillment          .26*** 
S Fulfillment          .21** 
C Fulfillment          .01 
P Fulfillment          .12 
E Fulfillment          .30*** 
Time          .17* 
Length of service          .05 

  Note  n = 148-156 
          *p < .05 
        **p < .01 
      ***p < .00 
 

Satisfaction correlated positively with 
amount of time devoted to volunteering (r = 
.17) but was unrelated to longevity as a 
hospice volunteer (r = .05).  

The strength of each statistically signify-
cant motive and the degree to which it was 
fulfilled were highly intercorrelated. Partial 
correlations were calculated to determine the 
unique contribution to satisfaction of each 
motive and its fulfillment. With motive 
strength partialled out, motive fulfillment 
remained positively correlated with 
satisfaction. The partial correlations were: 
Values fulfillment, r = .25, p < .01; Social 
fulfillment, r = .20, p < .05; Understanding 

fulfillment, r = .17, p < .05; and Enhance-
ment fulfillment, r = .21, p < .01. In 
contrast, controlling for motive fulfillment 
markedly reduced the relationship between 
satisfaction and motive strength. Only the 
Values motive showed a significant 
correlation (r = .27, p < .01). 
 
Discussion 

The findings suggest that more satisfied 
volunteers were motivated by altruistic 
values and the desire to put their skills to use 
in the service of others. The two motives 
that did not contribute to satisfaction, Career 
and Protective, embody self-focused tangi-
ble and psychological goals, respectively. 
These did not contribute measurably to 
satisfaction with the volunteer experience. 
This other-oriented perspective has been 
found to apply predominantly to older 
volunteers. Omoto, Snyder, and Martino 
(2000) found that hospice volunteers age 55 
and above were motivated chiefly by the 
desire to be of service, while interpersonal 
relationships were more important to 
younger volunteers. 

We hypothesized that career-enhancing 
objectives would be immaterial because of 
the age of the sample and previous findings 
(e.g., Nelson et al., 2004). If not yet retired, 
participants likely were well established in 
their jobs. That Protective motivations, too, 
were unimportant indicates that resolving 
personal issues also was largely irrelevant in 
determining satisfaction. One cannot 
determine from the present data whether this 
latter finding is attributable to the nature of 
the individual or the volunteer work. 

The importance of altruistic reasons for 
helping is not limited to hospice workers. 
Davis et al. (2003) found a strong relation-
ship between altruistic motivations and 
persistence in a study of first-year volunteers 
from an array of organizations. In its study 
of volunteers 45 and older, AARP (2003) 
found that those surveyed were motivated 
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primarily by a sense of personal responsi-
bility to help others. While volunteering 
took many forms for these individuals, a 
common thread was the desire to help the 
communities in which they live. Many felt 
drawn to volunteerism since the events of 
September 11, 2001.  

Whatever the motivations for helping, 
satisfaction depended on the volunteer 
experience fulfilling those goals. 
Furthermore, with satisfaction came a 
greater time investment in the organization. 
Interestingly, those who were less satisfied 
with the experience tended to devote fewer 
hours to hospice but remained volunteers in 
good standing for years.  

The present cross-sectional data leave 
unanswered questions about causal 
connections among variables. For example, 
do satisfied volunteers spend more time 
helping, or does investing more time in the 
organization lead to satisfaction? Both, of 
course, could be true. We are in the midst of 
a longitudinal investigation that follows 
volunteers throughout their first year of 
service to the hospice. The study will allow 
conclusions about causal relationships 
among the variables that underlie sustained 
volunteering. 
 
Implications for the Profession 

To best ensure active, satisfied volun-
teers, prospective volunteers’ motivations 
for helping should be determined early in 
the orientation and training process. 
Individuals can then be matched with tasks 
they likely will find the most rewarding. 
Personal interests do play a substantial role 
in older volunteers' decisions to serve and 
their choice of volunteer outlets (AARP 
2003). Note that one’s reasons for helping 
may change over time as, for example, 
volunteers approach retirement. Therefore, 
the organization should periodically re-
assess volunteers’ motives and, if they are 
not being fulfilled, offer new opportunities 

for helping. Hospice provides myriad 
volunteer options ranging from those 
requiring extensive patient contact (e.g., 
nursing home visitation) to those involving 
very little (e.g., office support).  

Taking an interest in volunteers' reasons 
for helping may also increase retention by 
fostering a volunteer role identity (e.g., 
Grube & Piliavin, 2000; Lee, Piliavin, & 
Call, 1999. According to role identity 
theory, the more others identify one with a 
particular role, the more the individual 
internalizes the role and incorporates it into 
the self-concept. Carrying out the role of 
volunteer drives future behavior as the 
individual strives to behave consistently 
with his or her volunteer role identity. The 
strength of a person’s role identity correlates 
with amount of time devoted to service in 
many different types of service organiza-
tions (see also Finkelstein & Penner, 2004; 
Finkelstein et al., 2005). Revisiting motiva-
tions for helping may be particularly impor-
tant during the first year of service before a 
strong identity specific to the organization 
has been formed. Meeting motives in the 
early stages will help in the establishment of 
a volunteer role identity. This in turn can 
sustain the volunteer during periods when 
the experience is not meting an individual's 
specific goals.  

The present findings indicate that while 
somewhat less motivated or satisfied 
individuals may offer less time to the 
hospice, they nonetheless tend to remain 
volunteers in good standing. Such volunteers 
could be tapped to help with special projects 
and annual events that require only periodic 
assistance (e.g., golf tournament). Thus a 
theoretical perspective such as motivational 
analysis can prove a useful tool in efforts to 
optimize the fit between organizations and 
volunteers. 
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Abstract 

This study investigates the motivations and voluntary activities of  exemplary volunteers. The 
researchers surveyed winners of the Daily Point of Light Awards and the President’s Community 
Volunteer Awards and conducted in-depth telephone interviews with a sample of the mail survey 
respondents. Researchers then compared the survey data with information about typical volun-
teers. The findings indicated that although award-winners are more likely to be religious than 
the general population, most religious award-winning volunteers contribute their efforts to 
religious and nonreligious organizations. Also, many award-winning volunteers not religiously 
active have a spiritual motivation. Some began volunteer work after experiencing “life- 
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changing” events. Award winners generally respond favorably to public recognition in the local 
media, or at their school, worksite, or place of volunteering. 
 

Key Words: 
 volunteer, motivation, religion, faith 

 
 
Introduction 

Although many studies have 
demonstrated a relationship between 
religiosity and volunteering (Greeley, 1997; 
Hodgkinson, Weitzman, & Kirsch, 1990; 
Lam, 2002), this research has generally 
examined either the general population or 
members of faith communities only, rather 
than focusing on those who volunteer. In 
addition, some studies have found only a 
weak relationship (Wuthnow, 1999) or no 
relationship (Hunter & Linn, 1980). Are the 
connections between religion or faith and 
volunteering found mainly in the context of 
the congregation and religious organization? 
Or do these connections extend to relation-
ships outside congregations and religious 
organizations?  

Wuthnow (1999, p. 352) maintains that 
much of the higher rate of volunteering in 
the context of religious organizations is for 
church-supported activities, and that religi-
ous influences and attendance are most 
pronounced within church-related volun-
teering. His analysis of the Independent 
Sector’s 1994 Giving and Volunteering 
Survey found that much of the volunteering, 
especially among evangelical Christians, 
was concentrated within congregations and 
devoted to the maintenance of these 
congregations. 

In contrast, Hodgkinson (1990) argues 
that churches inspire a desire to help others 
that moves people beyond the church 
setting. She maintains that 

religious institutions foster  
philanthropy and voluntarism, 
both within their own communi- 
ties and generally for other causes, 

including community and  
public service [p.291]. …  
Religious association is capable 
of inspiring social reform and 
experimenting with meeting  
human needs. The experiments  
of religious organizations in  
housing, community develop- 
ment and international relief and 
development are but a few of the  
more profound recent examples 
available in social reform.  
(p. 297) 
In Hodgkinson’s model, the researchers 

would expect that there would be a relation-
ship between faith and formal and informal 
volunteering; that religious volunteers would 
volunteer for church-related and non-
church-related activities; and that award-
winning volunteers would be more likely to 
be religious than the general population. 
Based on both survey and in-depth interview 
data, the research examined these issues to 
determine how faith relates to motivations to 
volunteer in exemplary volunteers. The 
study also examined how these volunteers 
prefer to be recognized for their efforts. 
 
Methodology 

The research by the Center for Urban 
Policy and the Environment (Center) was 
conducted in partnership with the Points of 
Light Foundation (Foundation). The 
Foundation provided contact information for 
winners of the Daily Point of Light Awards 
(DPOL) and the President’s Community 
Volunteer Awards (PCV), awarded on  
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behalf of the President of the United States. 
The Foundation has issued more than 1,100 
Daily Point of Light Awards since 1998, and 
more than 150 President’s Community 
Volunteer Awards since 1992, to individ-
uals, groups, and organizations across the 
country. The researchers defined exemplary 
volunteers as winners of either of these two 
awards. Each award had a contact person 
associated with it. In the case of groups and 
organizations, the contact person either 
started the organization or was integral to 
the success of the effort. The researchers 
asked the contact person to complete the 
survey based on their experiences.  

Survey Sample Population 
The researchers developed a survey 

instrument using multiple sources for the 
measures for religiosity, voluntarism, and 
motivations to volunteer. In January and 
February 2004, the researchers mailed the 
questionnaire to all award winners, and 
received a response return rate of 38 percent 
(525 surveys returned).  

To ensure that respondents were 
representative of all award winners, the 
researchers examined two indicators: per-
cent of respondents by state compared to all 
winners, and percent of respondents by year 
of award compared to all winners. The 
respondents were widely distributed and did 
not over-represent any state. As might have 
been anticipated, a higher percentage of 
winners from recent years responded, 
although not dramatically higher. 

Measures of Religiosity 
The definition of religiosity can vary. 

Three different types of self-reported 
religiosity were measured: (1) religious 
involvement; (2) religious activity; and (3) 
professed closeness to God or spirituality. 

Religious involvement is measured by 
membership in a place of worship, education  
 

in a religious school (one point for each 
level—elementary, middle or high school, 
college, or after-school or weekend classes), 
and having family and friends of religious 
affiliation or faith background.  

Religious activity is measured by how 
often the person attends religious services, 
prays or reads religious texts, practices 
religious rituals at home, takes part in any 
activities of a place of worship (other than 
attending services), and takes part in any of 
the activities or groups of a religion or faith 
service organization (such as Knights of 
Columbus or Hadassah).  

Many people, even those not involved in 
organized religion, profess to be spiritual 
persons. In a recent Gallup Poll (Gallup & 
Lindsay, 2004), 39 percent of Americans 
identified themselves as spiritual, not 
religious; 54 percent as religious; and 6 
percent as both. Spirituality in this study is 
measured by how close the person feels to 
God (Hill & Pargament, 2003) when they 
are: performing acts of kindness, watching a 
beautiful sunset, performing religious tradi-
tions at home, meditating alone, or partici-
pating in a religious community through 
communal worship, celebration, memorial, 
or ritual. Spirituality can exhibit itself, then, 
among both religious and nonreligious 
individuals.  

Measures of Volunteering 
Both formal volunteering (for an organi-

zation) and informal volunteering (for 
example, helping run errands or doing yard 
work for people not living with you) are 
important to measure (Wilson & Musick, 
1997). In addition, the researchers measured 
total hours dedicated to either informal or 
formal volunteering, as well as the number 
of different volunteer activities (either by 
type of organization for formal volunteering  
 
 
 

July 2007 15



THE INTERNATIONAL JOURNAL OF VOLUNTEER ADMINISTRATION 
Volume XXIV, Number 5 

or by type of activity for informal 
volunteering). 

percent of these “moral exemplars” 
attributed their core value commitments to 
their religious faith, even though the 
nominating criteria for the awards did not 
include any specifically religious factor.  

Measures of Motivation 
The researchers measured six motiva-

tions that can be satisfied by volunteering 
(social, values, career, understanding, 
protective, and esteem) for each respondent 
(Clary, Snyder, & Ridge, 1992). The 
researchers also measured three indicators of 
public service motivation developed by 
Perry (1997), including commitment to 
public interest/civic duty, compassion, and 
self-sacrifice. Clary’s volunteer motivation 
scale and Perry’s public service motivation 
scale have been tested and attain high 
reliability and validity. In addition, two 
survey items measured religious and 
spiritual motivation: volunteering is a 
practice encouraged by my religious beliefs, 
and it is my obligation to help others in 
need. These items were added as a way to 
measure one conception of why people help 
each other; that is, it is a mandate of their 
faith to do what they can to make the world 
a better place for all people.  

Respondents were categorized into four 
groups by cross-classifying them along two 
dimensions, religious activity and religious 
worldview. The responses were first 
separated into two categories—those with a 
high level of religious activity (as measured 
by several questions), and those with a low 
level of religious activity. The researchers 
then subdivided each group into two more 
groups: those who had an individual world-
view and those who had a communal 
worldview. A wide representation of ages 
and religions were within these four groups.  
 
Description Of Award Winners 
Demographics 

To see how exemplary volunteers 
compare with volunteers in general, the 
researchers compared the sample to the 2003 
Current Population Survey (CPS) Supple-
ment on Volunteering. Because the research 
data were collected in early 2004 and retro-
specttive in nature, the 2003 CPS Survey 
was used for comparison.  

Interview Methodology 
To provide a more in-depth under-

standing of the role of faith and religion in 
volunteering, the researchers purposefully 
selected a small, heterogeneous sample (n = 
26) of responding award recipients for 
telephone interviews. The interviewed sub-
sample encompassed substantial variations 
of demographic characteristics. The 
questions probed their goals, values, how 
they developed their volunteer commitment, 
and the role faith played in their volunteer 
commitments. Collected in 2004, this quail-
tative information supplements the data 
obtained from the mail surveys. The 
interviews were modeled on research 
conducted on moral commitment (Colby & 
Damon, 1992). In this research, almost 80  

As Table 1 illustrates, in many ways 
(gender, income, and race) the surveyed 
award winners are similar to other volun-
teers. There are some differences—award 
winners appear to be more highly educated, 
more likely to be retired, and older (over age 
60). The age and employment status 
differences seem reasonable given that 
award recipients are generally expected to 
have more experience with the activity, 
likely to have more free time to volunteer, 
and have fewer family commitments. Thus, 
the researchers would expect them to be 
older and at a different stage in life com-
pared to the typical volunteer.  
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Table 1 
A Comparison of Demographic Characteristics of Responding Award 
Winners and All Volunteers 

 
Survey Respondents 

(2004) 
CPS Volunteers 

(2003) 
 Gender   

Male 42.4% 41.3% 
Female 57.6% 58.7% 

 Education   
Some high school 2.2% 9.4% 
High school degree or GED 7.3% 23.4% 
Some college 19.1% 19.3% 
Less than a bachelor's degree 12.6% 9.8% 
4-year degree or higher 57.8% 38.2% 
Other 1.0% 1.0% 

 Employment Status    
Employed 56.3% 67.1% 
Not employed 5.7% 3.3% 
Retired 28.7% 14.2% 
Full-time student or Other 9.3% 15.5% 

 Household Income   
Less than 20,000 11.7% 10.7% 
20,000-39,999 18.8% 21.2% 
40,000-59,999 19.9% 20.7% 
60,000 or more 49.7% 47.5% 

Age   
0-14 1.2% NA 
15-24 10.9% 13.8% 
25-39 6.9% 25.3% 
40-59 40.0% 41.2% 
60+ 41.0% 19.6% 

  Hispanic   
Yes 4.1% 5.2% 
No 95.7% 94.8% 
Don't know 0.2%  

 Race   
White 85.2% 89.6% 
Asian 1.9% 2.0% 
Black 8.6% 6.0% 
American Indian 2.1% 0.6% 
Other 1.8% 1.7% 
Don't know 0.4%  

 Average Volunteer Hours    
  251.3 137.2 
Source: U.S. Bureau of Labor Statistics, Current Population Survey (CPS) Data. 2003 and 2004 
Survey of Award Winners 
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Another unsurprising difference between 

the two groups is the amount of time 
devoted to volunteering. Award winners 

report on average 251 hours per year, almost 
twice as much as the reported average for all 
volunteers (137 hours per year). 

Religion 
To examine whether or not the religious 
denominations of award winners were 
significantly different than denominational 
affiliations nationally, Table 2 shows a 
comparison. Although the study sample had 
slightly higher percentages of Jewish 
respondents and slightly fewer 
Atheist/Agnostic people than the national 
average, in general the distribution of 
respondents by religion appears similar to 
the national distribution. 
 
How Religious Are Award Winners? 

More than half (55.7 percent) of the 
award winners say they attend religious 
services at least two or three times a month. 
Nationally, several surveys estimate that 
regular church attendees make up 

approximately 40 percent of the general 
population (volunteers and nonvolunteers). 
A recent Gallup survey (Gallup & Lindsay, 
2004) puts this figure at 41 percent. 
Similarly, the 2002 General Social Survey 
(GSS) (Davis, Smith, & Marsden, 2002) 
estimates church attendance at around 40 
percent. The GSS also found that 18.6 
percent of their respondents never attend 
religious services, compared to only about 
half that number, 10.2 percent, in the study 
sample. As attending religious services is a 
measure of religiosity for the purposes of 
this study, these differences indicate that the 
award winners are more religious than the 
general public. This factor might lead this 
group to be more likely to volunteer only for 
religious organizations, consistent with 
Wuthnow’s (1999) arguments.  
 

 
 

Table 2 
A Comparison of Religious Self-Identification of Survey Respondents to National Averages 
Denomination Survey Respondents National * 
Christian, Non-Catholic 55.0 % 56.0% 
Catholic 23.0% 24.4% 
Jewish 6.0% 1.7% 
Hindu 0.4% 0.2% 
Muslim 0.4% 0.5% 
Atheist/Agnostic 2.0% 4.8% 
Other 13.0% 12.4% 
* Source: Exploring Religious America, 2002 and 2004 Survey of Award Winners   
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Do Religious Volunteers Help Outside 
Their Church? 

While 25 %of the general public who 
volunteer (according to the 2004 CPS 
survey) say that their only volunteer activity 
is for a religious organization, among the 
award-winning volunteers—even among 
those classified as very religious—only 8.6 
%volunteer solely for religious organiza-
tions. Most (70%) volunteer for both 
religious and nonreligious organizations, 
and one in five volunteer for nonreligious 
organizations only. These findings support 
Hodgkinson’s (1990) arguments.  

The respondents have varying levels of 
religiosity, depending on whether religiosity 
is measured by involvement (e.g., church 
membership, religious schooling), participa-
tion in religious activities (e.g., attending 
services, praying, taking part in rituals at 
home), or perceived closeness to God.  
 
Is There A Relationship Between 
Religiosity And Volunteering? 

These results show that award-winning 
volunteers donate their time to both religious 
and nonreligious organizations. The follow-
ing sections examine whether religiosity is 
related to level of volunteering (hours spent 
and number of volunteer activities). 
 
Formal Volunteering 

As Table 3 illustrates, the number of 
formal (organizational) volunteering 

activities seems to bear a stronger relation-
ship to religiosity than do total hours 
volunteered. This finding may occur, in part, 
because the exemplary volunteers contribute 
many volunteer hours (almost twice the 
national average), but the number of 
different types of volunteering they do 
varies demonstrably. All three measures of 
religiosity are significantly correlated with 
formal volunteering activities. Religious 
activity is highly correlated with formal 
volunteering hours, and it explains 22.9 
percent of the variance in formal volun-
teering hours. 
 
Informal Volunteering 

Informal volunteering (helping out) 
activities are significantly correlated with 
three measures of religiosity, and the 
number of informal volunteering hours is 
significantly correlated with reported 
closeness to God and religious activities. 
Religious activity explains 19.8 percent of 
the variance in informal volunteer hours, 
which seems to suggest that religious 
activity encourages people to give more 
hours toward helping people outside of an 
organization. These findings indicate that, at 
least for these award-winning volunteers, the 
relationship between religiosity and both 
formal and informal volunteering is more 
one of “loving thy neighbor” (all of your 
neighbors) than serving one’s church.  

 

 

Table 3 
Correlations of Measures of Religiosity to Measures of Volunteering 

 Formal 
Volunteering 

Hours 

Formal 
Volunteering 

Activities 

Informal 
Volunteering  

Hours 

Informal  
Volunteering 

Activities 
Religious Involvement          .069          .108*          .057         .113* 
Religious Activity          .229**          .176**          .198**         .157** 
Perceived Closeness to 
God 

         .095          .184**          .104*         .134** 

*significant at .05 level 
**significant at .01 level 
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How Do Award Winners Describe Their 
Motivation? 

As described in the methodology 
section, to provide a more in-depth under-
standing of the role of faith and religion in 
volunteering, the researchers purposefully 
selected a small, heterogeneous sample (n = 
26) of responding award recipients for 
telephone interviews. Among interviewees, 
there was a wide representation of ages and 
religions. The average age of interviewees 
was 54, with the range from 14 to 78 years 
of age. The interviewees included 16 men 
and 10 women. The group interviewed did 
not differ substantially from the group of all 
award winners by their motivations, the 
number of volunteer activities, or the 
number of hours volunteered. 

 
Award Winners Follow Different Paths 

Though half of the interviewees selected 
indicated they were not active religiously, 
almost all (85 percent) of the respondents 
said that they had either a religious or a 
spiritual reason for their volunteering 
activities. Comments from people with very 
low levels of religious activity included:  

• “Teaching of Jesus is part of what I 
am and what I am meant to be.”  

• “The Bible is a guideline for how we 
should lead our lives.”  

• “I am spiritual but not religious.”  
• “I rely on God all the time.”  

These findings confirm the observation that 
most of the exemplary volunteers feel a 
“closeness to God,” and the responses may 
provide a better measure of religiosity and 
how it relates to volunteer activity. Another 
commonly mentioned motivation was 
“wanting to give back.”  

Another notable finding from the 
interviews is that involvement in volun-
teering does not necessarily follow a linear 
progression. That is, senior volunteers did 
not necessarily begin volunteering as youths, 
then as young adults, and continuing 

through the present. Several of the inter-
viewees had not volunteered either as 
children or young adults. Some had their 
first volunteer experience as late as their 
sixties. Others volunteered as children, but 
then did not volunteer again until years later. 
Some respondents did not consider the work 
they did for their church, either as children 
or adults, as voluntary or volunteering. 
Rather, either the volunteer activity was 
something they did for their faith, or it was 
something they were required to do by their 
parents or social norms. 

A novel finding from the interviews was 
a motivation not widely discussed in the 
volunteer motivation literature: life-
changing events. These are precipitating, 
dramatic events that lead people to volunteer 
with extraordinary intensity–the type of 
dedicated activity that produces award 
recognition. Approximately one-fourth of 
those interviewed cited such events as part 
of their motivation. These respondents 
included a mother who became active in 
victims’ rights and counseling after her three 
children were brutally murdered; a woman 
who became active in prenatal and well-
baby care after she was diagnosed with 
cervical cancer and learned she could not 
have children; a woman who became active 
in hospice care after her father died a long, 
slow, painful death; a father who began 
helping at-risk youth after losing his son in 
an automobile accident; and a man who 
began helping the homeless because of his 
mentally ill son.  
 
How Do Award Winners Prefer To Be 
Recognized? 

Though usually not a major motivating 
factor, recognition can be an important 
aspect in a volunteer's satisfaction with their 
efforts. Retention of existing volunteers is 
critical for most organizations, and both 
effective feedback and recognition are part 
of this process. 
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How do volunteers prefer to be 
recognized? The Points of Light Foundation 
and the Volunteer Center National Network 
are administering the new President’s 
Volunteer Service Award, which is a recog-
nition program for Americans of all ages 
who contribute a significant amount of time 
to volunteer service, and they asked the 
Center to include a question on the survey 
instrument mailed to respondents to help 
determine appropriate recognition for this 
new award. The possible responses to the 
preferred types of recognition question on 
the survey were:  

• would be thrilled to get this as 
recognition, 

• an acceptable form of recognition, 
• would not consider this an 

acceptable form of recognition, and 
• no opinion. 
As Table 4 shows, most respondents 

would be thrilled to receive public recog-

nition in the local media. The next most 
popular recognition method is written 
acknowledgement at school or place of 
employment, followed by written acknow-
ledgement at the place of volunteering. 
These preferred recognitions have the added 
benefits of publicizing and promoting volun-
teer activity in general, and the activity of 
the award-winning volunteer in particular. In 
contrast, the findings in Table 4 reveal that 
the overall sample of award-winning volun-
teers valued the more “material” motiva-
tions, such as receiving a patch or pin, 
trophy, and apparel, the least. Because the 
mail survey sample consists of award-
winning volunteers with atypically high 
levels of donating time (see Table 1), one 
should be cautious in attempting to 
generalize these results concerning  
recognition to the general population of 
volunteers. 

 
 
 

Table 4 
Percentages of Respondents Who Would “Be Thrilled” to Receive Various Types of 
Recognition 

Type of Recognition % 
Public recognition in local media 59% 
Written acknowledgement at school or place of 
employment 47% 
Written acknowledgement at place of volunteering 41% 
Certificate 34% 
Verbal acknowledgement at place of volunteering 32% 
Verbal acknowledgement at school or place of 
employment 30% 
Patch or pin 27% 
Trophy  27% 
Apparel 22% 
No recognition 7% 
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When the various types of recognition 
are cross-tabulated by age groups, most 
outcomes are similar to the overall group, 
but there are a few exceptions. At least 53 
percent of respondents from all age groups 
wanted some form of recognition. However, 
the younger the group of volunteers, the 
more likely they are to be thrilled to receive 
some form of recognition, compared to their 
older cohorts. For the overall group of all 
ages, over half of the volunteers would find 
receiving a certificate, trophy, apparel, or a 
written acknowledgement at school or place 
of employment acceptable or thrilling, but 
the younger the age group, the higher the 
percentage who find it acceptable or 
thrilling.  
 
Conclusion And Practical Implications 

Few studies have examined volunteers 
who have received major awards for their 
efforts (Brudney, 2000; Brudney & Willis, 
1995). Although caution must be used in 
generalizing from a distinctive sample of 
award-winners, the analysis holds important 
implications for volunteer recruitment. 
 One implication of the findings centers 
on the importance of recognition to volun-
teers. Even among award-winning volun-
teers, for whom one might well conclude 
that intrinsic motivations are most salient to 
yield such high levels of voluntary activity, 
at least half (53 percent) of all age groups 
said they wanted some form of recognition. 
Recognition is likely to be even more 
significant for the typical volunteer, whose 
motivations for giving time are much more 
variable. Our findings show, too, that 
inexpensive forms of recognition, such as 
written acknowledgements and press 
releases, are highly desirable. The results 
indicate that the younger the age group of 
volunteers, the more likely they were to 
appreciate some form of recognition. 
Younger volunteers can be expected not 
only to want recognition as a matter of 

course but also additional forms of 
recognition, such as awards and acknow-
ledgements that might lead to advances in 
school, work, and other aspects of life.   

Second, the study reveals the spiritual or 
religious roots of volunteering for many 
people, even when they do not exhibit high 
levels of religious activity, according to the 
study’s measures. Thus, volunteer programs 
that seek additional volunteers might appeal 
to the motivation to express spirituality or 
faith through service. The volunteer program 
need not be explicitly religious to attract 
these volunteers, but simply allow for such 
expression. For example, including quota-
tions from volunteers with spiritual or 
religious motivations in recruitment and 
promotional materials could signal to 
potential recruits the opportunity to realize 
or live their faith through volunteering. 

A critical issue facing the field of volun-
teer administration and management is how 
to recruit volunteers for more than episodic 
or one-time events. The concept that most 
exemplary volunteers are motivated by their 
spirituality and/or religiosity implies that 
religious congregations may be a good place 
to recruit volunteers for ongoing activities. 
Certainly, these volunteers have very high 
levels of volunteer involvement.  
 Third, although award-winning volun-
teers may be more religious than the general 
population, the findings of this study 
demonstrate they do not confine their volun-
teering exclusively to religious organiza-
tions. Indeed, most award winners volunteer 
for both religious and nonreligious organiza-
tions, and also volunteer informally. Thus, 
simply because a person finds spiritual or 
religious fulfillment through volunteering 
does not mean that she or he is available for 
service only to religious organizations. 
Because of the breadth of the service 
interests of these volunteers and the depth of  
their commitment (as manifested by such 
indicators as hours donated), organizations 
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(both religious and nonreligious) should not 
hesitate to attract and recruit these 
volunteers. 
 Finally, the in-depth interviews with 
some award-winners revealed that life-
changing events led them to volunteer at 
extraordinary levels sufficient to earn 
prestigious honors. These events inspired 
manifest changes in lifestyle toward service. 
The researchers draw two lessons from these 
accounts. First, the traditional stereotype of 
increasing volunteer involvement from 
youth through adulthood does not hold for 
all people. Instead, the message is more 
optimistic— people can become interested 
and motivated to volunteer with strong 
conviction and intensity at any age.  In fact, 
many of these award-winning volunteers (as 
well as other volunteers) are seniors.  
Organizations seeking volunteers should not 
make unwarranted assumptions about the 
volunteer behavior they might expect based 
on the ages of potential volunteers or their 
possible lack of prior volunteering 
experience.  These findings show that 
people may grow into volunteering at any 
stage of the life cycle. 
 The second lesson is that the life-
changing events that inspired the turn to 
volunteering could not have been predicted, 
even by the award winners.  Thus, organ-
izations that enlist volunteers should be 
aware that just as with a variety of other 
influences, the experiences they offer to 
volunteers might turn an ordinary volunteer 
into an exemplar.  There is no higher calling 
for volunteer administration. 
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Abstract 
Studies indicate that psychological contracts can develop between volunteers and the nonprofit 
organizations they serve and that this relationship plays a role in volunteer performance and 
retention. This study explored the relationships between volunteers’ levels of trust, job satisfac-
tion, and organizational commitment and their perceptions of organizational breaches of the 
contract. The data indicated decreases in job satisfaction may influence volunteers’ perceptions 
of contract breach but trust and organizational commitment did not.   
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Introduction 

Volunteers may develop perceptions that 
their nonprofit obligations will provide them 
something in return for their service. This 
concept, of perceived reciprocity, is often 
referred to as a “psychological contract.” 
Furthermore, volunteers may perceive their 
organization has not fulfilled its part of the 
contract. Perceived breaches may negatively 
affect the volunteer’s service to the 
organization (Farmer & Fedor, 1997; 
Starnes 2004). 
 
Purpose of the Paper 

This study was conducted to answer the 
management question: What can managers 
of nonprofit organizations do to maintain 
and improve the contributions made by their 
volunteer workforces? This paper focuses on 
the study’s findings regarding the influence 
of the volunteers’ levels of trust, job 
satisfaction, and organizational commitment 
on perceptions of contract breach.   

Methodology 
A longitudinal research design 

consisting of volunteer responses to a survey 
instrument at two points in time within a six-
month period was used. A random sample of 
276 volunteers was selected from a 
population of 532 volunteers serving in a 
variety of community, professional, and 
fraternal organizations.     
 
Key concepts and operational definitions. 
Trust was defined as “reliance on others” 
and measured using a scale created by 
Gabarro and Athos (1976). Job satisfaction 
was defined as “how happy people are with 
their work based on what they perceive they 
will receive in return” and measured using a 
scale developed by (Spector, 1997). Finally, 
organizational commitment was defined as 
“the willingness of the organization to fulfill 
obligations to employees.” Porter, Steers, 
Mowday, and Boulian’s (1974) scale 
measured commitment levels. Standardized 
multiple regression tested the hypotheses.   
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The hypotheses.   
H1B: Volunteers with decreased trust in the 
nonprofit organization (between Times One 
and Two) will be more likely to perceive a 
breach in the psychological contract (at 
Time Two) than are volunteers with 
increased trust in the nonprofit organization. 
 
H2B: Volunteers with decreased job 
satisfaction in the nonprofit organization 
(between Times One and Two) will be more 
likely to perceive a breach in the 
psychological contract than are volunteers 
with increased job satisfaction in the 
nonprofit organization (at Time Two). 
 
H3B: Volunteers with decreased 
organizational commitment in the nonprofit 
organization (between Times One and Two) 
will be more likely to perceive a breach in 

the psychological contract than are 
volunteers with increased organizational 
commitment in the nonprofit organization 
(at Time Two). 
 
Findings and Conclusions 
Paired-sample t-tests were conducted to 
evaluate the changes in the mean scores of 
the volunteers’ perceptions of trust, job 
satisfaction, and organizational commitment 
between Times One and Two. (See Table 1.) 
There was a statistically significant decrease 
in organizational commitment scores from 
Time One (Me = 48.6, sd = 6.23) to Time 
Two (Me = 45.4, sd = 5.27, t = .555, p 
<.0005). There were no statistically 
significant differences in the trust (Me 
=17.7, sd = 2.24) and job satisfaction (Me = 
66.7, sd = 6.23) scores between Times One 
and Two.  

 
 
Table 1 
T Scores between Volunteers’ Perceptions of Trust, Job Satisfaction, and Organizational 
Commitment in the Nonprofit Organization at Times One and Two (N=85) 

 df =  84 
*p < .05 

 
 
 
 
 
 
 
 

 
Variable 

   Time One 
Me          Sd 

    Time Two 
  Me        Sd 

  
t Sig. 

  
17.7 

 
2.24 

 
17.4 

 
2.40 

 
.816 

 
Trust  .417 
  

66.7 
 

7.53 
 

66.2 
 

7.06 
 

.612 
 

Job satisfaction .542 
  

48.6 
 

6.23 
 

45.4 
 

5.27 
 

.555* 
 

Organizational commitment .000* 
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Standardized multiple regression was used 
as the test statistic to assess impact of the 
Time Two-Time One scores for trust, job 
satisfaction, organizational commitment on 
the perceptions of how well the contract had 
been fulfilled at Time Two. Standardized 
multiple regression was chosen as the test 
statistic for these hypotheses because the 
sample size of 85 was large enough and 
visual assessments of the appropriate 
Normal Probability Plots and scatter plots 
indicated the data appeared to be normally 
distributed and linear. For this analysis the 
dependent variable was the volunteers’ 
perceptions of a breach of the psychological 
contract. (The operational definition for a 
breach of the psychological contract was to 
subtract the volunteers’ scores of how well 
the contract had been fulfilled at Time Two 
from their perceptions that a psychological 
developed at Time One score.) The data for 
the independent variables trust, job 
satisfaction, and organizational commitment 

was each variables Time Two-Time One 
score.  
 The Pearson correlation data, shown in 
Table 2 indicates a statistically significant 
strong positive relationship between 
organizational commitment and job 
satisfaction between Times One and Two 
and significant moderate relationships 
between job satisfaction, organizational 
commitment and trust scores between Times 
One and Two. In addition, a very weak 
negative relationship exists between the 
volunteers’ perceptions of trust in the 
organization and their perceptions of a 
breach in the contract. In regard to 
perception of breach, the data indicates 
small positive relationships exist between 
the volunteers’ perceptions of job 
satisfaction and organizational commitment 
and their perceptions of a breach in the 
psychological contract. However, only the 
relationship between job satisfaction and 
perceived breach was found to be 
statistically significant. 

 
 

Table 2 
Means, Standard Deviations, and Pearson Product-Moment Correlation Coefficients for 
Changes in the Volunteers’ Perceptions of Trust, Job Satisfaction and Organizational 
Commitment and Perceptions of a Breach in the Psychological Contract (N=85) 

** Correlation is significant at the .01 level (2-tailed). 
  * Correlation is significant at the .05 level (2-tailed). 

 

 
Variable 

 
Me 

 
Sd 

 Job 
satisfaction 

Organizational 
commitment 

Perceived 
Trust breach 

 

Trust (T2-T1) 
 

-2.35 
 

2.65 
 

X 
   

Job satisfaction 
(T2-T1) 

 
-4.94 

 
7.44 

 
.456** 

 
X 

  

 
 
-3.24 

 
 
5.38 

  
 

.510** 

 
 

Organizational 
commitment 
(T2-T1) 

 
.459** X 

 

Perceived breach 
(T2) 

 
.976 

 
8.31 

 
-.014 

 
.268* 

 
.176 

 
X 
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 Table 3 presents the regression analysis. 
The collinearity tolerance statistics appear 
strong indicating this analysis does not 
violate the assumption of no multicollinarity 
and the coefficient of determination (r2) 
indicates that 10.5 percent of the variance in 
the volunteers’ perceptions of how well the 
contract had been fulfilled was caused by 
changes in the volunteers’ levels of trust, 
satisfaction, and organizational commitment 
between Times One and Two. The ANOVA 
significance value for the entire model was 
found to be significant at .029. The 
standardized coefficients indicate that the 
volunteers’ levels of job satisfaction made 
the strongest statistically significant unique 
contribution to explaining the volunteers’ 
perceptions of how well the contract had 
been fulfilled (beta = .303). The statistically 
significant beta score of .020 and t value of 
2.37 indicated that changes in job satisfac-
tion between Times One and Two were 
making significant unique contributions to 
the volunteers’ perception of a breach in the 
psychological contract. The ANOVA 

significant value of .029 also indicated the 
model was statistically significant. 
Therefore, the researcher rejected the null 
hypothesis for Hypotheses Two and 
concluded that there was a significant 
relationship between the volunteers’ 
perceptions of a breach in the psychological 
contract and their levels of job satisfaction 
between Time One and Time Two. 
However, the beta significance values of 
.100 for trust and .371 for organizational 
commitment and t values of -1.66 and .89 
respectively indicated that changes in trust 
and organizational commitment were not 
making significant unique contributions to 
the volunteers’ perceptions of a breach. 
Therefore, the researcher failed to reject the 
null hypotheses for Hypotheses One and 
Three and concluded that there were no 
significant relationships between the 
volunteers’ perceptions of breach of the 
psychological contract and their levels of 
trust and organizational commitment in the 
nonprofit organization.  

 
Table 3 
Standardized Regression Results for Changes in Trust, Job Satisfaction, and Organizational 
Commitment Variables Predicting the Perception of a Breach of the Psychological Contract 
(N=85) 

 *p < .05 
a. Predictors: (constant), trust, satisfaction, commitment at Time 2-Time 1 

   b.  Dependent variable:  Perceived contract fulfillment at Time Two

 
 

Variable 

 
 

Tolerancea

 
Unstandardized 

Coefficientsa

Standardized 
Coefficients 

Betasa

 
 

Siga

 
 
t 

(Constant) 
Trust (T2-T1) 
Job satisfaction (T2-
T1) 
Organizational 
commitment (T2-T1) 
r2 = .105b

F = 3.152b

ANOVA Sig. = .029*a

 
.723 
.677 
.675 

1.569 
-.643 
.339 
.177 

 
-.206 
.303 
.115 

.140 

.100 
.020* 
.371 

1.49 
-1.66 
2.37 
.89 
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Implications for the Profession 
Managers of volunteer workforces may find 
it helpful to enhance their understanding of 
the role job satisfaction may play in a 
volunteer’s perception that the organization 
has breached the psychological contract. 
Management techniques and tools useful for 
managing this satisfaction could include job 
rotation and enlargement activities for 
volunteers to build the sense of 
accomplishment in their work (Kreitner & 
Kinicki, 1998). Additional actions include: 
participative decision-making processes, 
elimination of restrictive organizational 
policies and procedures, self-managing work 
group structures, reward systems that match 
volunteers’ expectations, and realistic job 
reviews to match volunteers and their 
abilities with organizational needs (Gellatly, 
1995; Iaffaldano & Muchinsky, 1995; & 
Sims 1994). 
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Abstract 

Understanding volunteer motivation has been widely recognized by both researchers and 
administrators as a valuable component of management of volunteers. This paper utilized the 
multifactor functional approach derived from theories on attitudes to examine the motivations of 
active seniors that volunteer and those that did not volunteer. In general, the results supported 
the use of the multifactor functional approach (using the Volunteer Function Inventory scale) 
with seniors involved in human service organizations. Findings suggested several considerations 
for volunteer administrators to promote volunteerism among current volunteers and those with a 
desire to volunteer. 
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Introduction 
There are 79 million baby boomers in 

America today, the youngest of which are 
turning 60 next year (Points of Light 
Foundation, 2004).  A large portion of the 
baby boomer generation has already begun 
to retire or is planning to retire in the next 
couple of years. One of the most common 
activities for retirees is volunteerism. 
Approximately 50 percent of American 
adults volunteer their time in nonprofit 
organizations with an estimated $150 billion 
worth of services being provided annually 
(Silverberg, Ellis & Whitworth, 2002).  The 
rate is less for those age 65 or older, but still 
results in nearly one fourth of all adults 
having volunteered once in 2005 
(Department of Labor, 2005). It is clearly 
evident that volunteer programs provide 
benefits to individuals and organizations 
across the country.  

Understanding volunteer motivation has 
been widely recognized by both researchers 
and administrators as a valuable component 
of volunteer management (Cnaan & 
Goldberg-Glen, 1991; Harrison, 1995). In 
examining who volunteers, many investi-
gators found a positive correlation between 
the likelihood of formal volunteering and the 
demographic variables of education or 
income (Chambre, 1993; Fischer, Mueller, 
& Cooper, 1991; Fischer & Schaffer, 1993), 
and a white collar/professional employment 
background (Fischer & Schaffer, 1993; 
Herzog & Morgan, 1993). With regard to 
employment status, adults employed part-
time were more likely to volunteer than full-
time workers or the unemployed (Fischer et 
al., 1991; Fischer & Schaffer, 1993). 
Similarly, church members had a greater 
likelihood of organizational volunteering 
than non-members (Fischer et al., 1991; 
Fischer & Schaffer, 1993). Some studies 
showed that highly motivated volunteers 
serve longer than volunteers who do not 

have their needs met through service 
(Omoto & Snyder, 1995).  

Gender is a strong predictor of 
volunteerism; women are more likely to 
volunteer than men (Caldwell & Andereck, 
1994; Cnaan & Goldberg-Glen, 1991; 
Trudeau & Devlin, 1996). In studies 
involving parks and recreation and human 
service oriented programs, the prevalence of 
women in volunteer groups ranges from a 
high of 78 percent (Fitch, 1987) to a low of 
52 percent (Backman, Wicks & Silverberg, 
1997). Similar to gender, annual household 
income appears to assist in the under-
standing of the types of organizations for 
which one volunteers. Studies of collegiate 
volunteers (Fitch, 1987) and members of 
recreation-related voluntary associations, 
affiliated for example with zoos, museums, 
and environmental concerns (Bigley, 
Fesenmaier & Roehl, 1994; Caldwell & 
Andereck, 1994), reported that high socio-
economic status (i.e., income) is a common 
and predictive variable explaining participa-
tion. Bigley et al., (1994) revealed that over 
60 percent of volunteers had annual house-
hold incomes exceeding $40,000.  

In regards to age and volunteers, 
empirical studies have revealed generally an 
upward trend in the proportion of seniors 
who volunteer (Chambre, 1993). This 
upward trend has been attributed to the 
rising affluence and educational levels of the 
aged (Chambre, 1993), as well as an 
emerging ‘‘busy ethic’’ that encourages 
adults to age well by staying active and 
involved with family, home maintenance, 
and volunteer organizations (Ekerdt, 1986). 
Although there are more proportionally 
older volunteers, the amount of time 
contributed to volunteer organizations (by 
people of comparable socioeconomic status) 
has remained stable (Fischer et al., 1991; 
Herzog & House, 1991; Herzog & Morgan, 
1993). On average, older adults have 
volunteered between 70-80 hours of their 
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time annually, or roughly six hours per 
month (Herzog & House, 1991; Herzog & 
Morgan, 1993). In fact, fewer than 10 
percent of the aged have contributed as 
many as 10 hours per week, or the equiva-
lent of a quarter-time job (Fischer et al., 
1991; Worthy & Ventura-Merkel, 1982), but 
it is this small percentage of active elder 
volunteers that has accounted for most of the 
hours volunteered (Morgan, 1986). 

Many studies examined and categorized 
the motivational objectives of individuals 
who donate their services to various 
organizations. One of the major motives for 
volunteering is giving something worthwhile 
to society. Helping others and benefiting 
society (altruistic motive) are consistent 
reasons why individuals volunteer (Brudney, 
1993; Farrell, Johnston, & Twynam, 1998). 
Other motives include sharpening or 
stretching one’s job skills, testing new 
careers, or building a resume (Gillespie & 
King, 1985).   

David McClelland (McClelland, 1972; 
McClelland, Atkinson, Clark, & Lowell, 
1953) pioneered workplace motivation and 
particularly need-based achievement 
motivation theories and models in the field 
of organizational behavior. The three types 
of motivational need were identified as 
achievement motivation, authority/power 
motivation, and affiliation motivation 
(McClelland, 1988). Much of McClelland’s 
work is the foundation of the current 
understanding of workplace interactions and 
the desire to achieve as a basic human 
motivation. McClelland (1972; 1988) found 
that achievement motivated people have 
certain characteristics in common, 
including: the capacity to set high personal 
but obtainable goals, the concern for 
personal achievement rather than the reward 
of success, and the desire for job-relevant 
feedback (how well am I doing?) rather than 
for attitudinal feedback (how well do you 
like me?). Related to the affiliation 

motivation or the desire for friendly 
relationships and interactions with other 
people, Wilson (1976) found that this 
motivation connected directly to the 
recruitment and retention of volunteers in a 
quality program. 

Of the few theories explaining the 
motivations for planned helping or volun-
teering, a functional (psychological) 
approach was viewed as one of the 
predominant research strategies in current 
literature on motivation (Penner & 
Finkelstein, 1998). One particular study 
(Okun, Barr & Herzog, 1998) focused on 
determining the best approach to measure 
volunteer motivations of seniors. The 
researchers (Okun et al., 1998) found that 
the multifactor functional approach derived 
from theories on attitudes showed the most 
promise in understanding volunteer motive-
tions. Another study (Stergios & Carruthers, 
2003) investigated the motivations of 
volunteers serving in intergenerational 
programs that benefit older adults and youth 
who participate. The motivations of older 
adult volunteers in this study were consistent 
with and further validated the use of the 
functional approach. 
 
Multifactor Functional Approach 

Clary et al.'s (1998) functional analysis 
extends previous research on the breadth of 
volunteers' motivations (Clary & Snyder, 
1991) and builds on the work of functional 
theorists (e.g., Katz, 1960; Smith, Bruner & 
White, 1956) who argued that the same 
beliefs, attitudes, and actions could serve 
different psychological factors for different 
individuals. The Voluntary Functions 
Inventory (VFI) scale developed by Clary et 
al. (1998) proposes six different factors that 
exist in unique degrees of interest for each 
individual. Volunteerism may serve (a) a 
value factor, by allowing one to express 
altruistic and humanitarian values; (b) an 
understanding factor, by offering learning 
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experiences; (c) a social factor, by providing 
opportunities for social interaction and 
approval; (d) a career factor, by providing 
career-beneficial experiences; (e) a protec-
tive factor, by offering escape from negative 
feelings of self, such as guilt over one's good 
fortune relative to others'; and (f) an 
enhancement factor, by promoting positive 
feelings of self.  

Perhaps the most significant implication 
of this functional approach is that 
individuals can be persuaded to volunteer 
through appeals to relevant psychological 
factors. Past research on functional theories 
of attitudes has supported the hypothesis that 
matching message content to audience 
motivations facilitates persuasion. DeBono 
(1987) found that individuals with primarily 
a social orientation experienced more 
attitude change after exposure to a message 
addressing that factor than after exposure to 
a message addressing the value factor. 
Individuals for whom attitudes serve 
primarily a value’s factor were more 
influenced by a value message than a social 
message. Another study (Snyder, 1974) used 
a self-monitoring scale to identify social and 
value factors in the act of volunteering. This 
work and others (Snyder, 1974; Snyder & 
DeBono, 1989) revealed the importance of 
matching a motivational strategy to the 
individual’s attitude resulted in persuasive 
messages that were effective in generating 
volunteers. 

Consequently, understanding the 
motives of different volunteers will provide 
volunteer managers the opportunity to 
effectively promote opportunities and design 
volunteer positions that fulfill the interests 
of potential volunteers. Wymer (2002) 
suggests that effective market segmentation 
will improve the efficacy of volunteer 
administrator research to inform decision-
making and understanding of voluntary 
behavior because a more focused research 
facilitates the understanding and applying of 

results. A variety of methods are suggested 
to segment the volunteer pool, but typically 
it reflects demographic characteristics that 
define a recognizable market niche. Older 
individuals are an extremely valuable 
volunteer pool and further clarification of 
motivations and demographic characteristics 
of volunteers compared to non-volunteers 
would be beneficial. Unfortunately, no 
matter how effective the use of the 
functional approach to volunteer manage-
ment, there are barriers that prevent 
individuals from volunteering. As 
individuals grow older, the rate of volun-
teerism is less likely to be influenced by 
health reasons. For each increase in age of 
one year, the odds of a person volunteering 
decrease slightly (Choi, 2003). Other 
barriers are a lack of time, lack of transport-
tation, disabilities, and lack of financial 
sustainability. For these reasons a substantial 
number of those serving through formal 
senior volunteer programs discontinue 
within one year (Stevens, 1991). This 
underscores the need for more research on 
seniors that do and do not volunteer. The 
purpose of this study was to determine 
through a functional approach if there are 
motivational differences between older 
adults that volunteer or those that do not but 
might be motivated to volunteer. 
 
Methods 
 The purpose of this study was to 
determine the functional motivations of 
seniors that volunteer and those that do not. 
The researcher administered the instrument 
in two different locations. One location was 
a senior center that captured primarily non-
volunteers, and the second was a local social 
service agency. A modified version of the 
Voluntary Functions Inventory (VFI) scale 
by Clary et al. (1998) which has been used 
extensively by a variety of researchers have 
established the reliability (.82 to .85 alpha 
reliability) of the VFI scale (Clary et al., 
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1998; Okun et al., 1998; Snyder & Cantor, 
1998; Welker, 2001). The motivational 
factor dimension of career was eliminated to 
reflect the senior sample reducing the VFI 
scale to five factor dimensions. After the 
modifications, the survey included 20 
questions using a seven-point Likert-type 
scale ranging from (1) not at all important to 
(7) extremely important. In order to separate 
the volunteers from non-volunteers, the 
survey instructions stated, “If you have done 
volunteer work before or are currently doing 
volunteer work, please indicate how impor-
tant each of the following possible reasons 
for volunteering is for you. If you have not 
been a volunteer before, please indicate how 
important each of the following reasons for 
volunteering would be for you.”  The 
researcher’s pilot tested the instrument with 
a selected group of seniors to determine the 
length of the overall presentation and 
survey, and to adjust and clarify the survey 
questions. Data were coded and analyzed 
using the SPSS for Windows version 12.0. 
Frequency distributions were initially 
calculated for the demographic variables.   
 
 

Results 
 A total of 216 responses were used for 
this analysis (see Table 1). The sample was 
truncated (respondents 49 years of age and 
younger were excluded from the social 
service agency sample) to include only 
respondents between the ages of 51-79. This 
is based on the expanded view of mature 
adults (50 years of age and older) that 
volunteer for a variety of programs as 
seniors (Points of Light Foundation, 2004). 
Of the total respondents, 60  % were female 
with an average age of 68 years old. A large 
portion of the sample was White (92%), and 
retired from employment (81%) with a 
majority having completed a high school 
education. There were some differences 
between the two samples, most notably the 
social service agency volunteers tended to 
be slightly more affluent with a median 
income of $50,000 (computed from a fixed 
response question of household income 
categories starting at $15,000 or less up to 
$105,000 or more at intervals of $15,000), 
and slightly more educated. Otherwise, the 
samples were remarkably similar with over 
80 %of the respondents retired and over 90 
%White.

 
 
Table 1 
Respondent Profile 

  Social Service  
Characteristic Senior Center Agency Total 

 N=121 N=95 N=216 
Average age (SD) 68.5 (7.06) 67.2 (7.43) 67.9 (7.24) 
Percent male (n) 31% (38) 52% 40% (87) 
Percent female (n) 69% (83) 48% 60% (129) 
Percent white 93% 90% 92% 
Percent retired 83% 82% 82% 
Median income $30,000 $50,000 N/A 
College degree 33% 40% 35% 
Percent volunteer (n) 27% (36) 73% (95) 61% (131) 
Percent nonvolunteer (n) 100% (85) -- 39% (85) 
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 A principal axis factor method with 
oblique rotation was used on the 20 Likert-
type scale items of the modified VFI scale of 
five factor dimensions to develop the moti-
vational dimensions for volunteers and non-
volunteers. Initially, three factors with 
Eigenvalues equal to or greater than 1.0 
were identified, and they explained 58.5 
percent of the variance in the original data 
set. Since the modified scale contained five 
theoretical factor dimensions (the career 
motivational dimension was eliminated 
previously for lack of relevance to a senior 
sample), additional analysis was conducted 
specifying five and then four factor 
solutions. A cutoff point of 0.4 for the factor 
loadings (Fabrigar, Wegener, MacCallum, & 
Strahan, 1999) was used in the factor 
analysis to include items in subsequent 
interpretation of identified factors. With the 
five factor solution, the items clustered 
according to theoretical expectations except 
the enhancement factor items were relatively 
weak (i.e., two of the four have factor 
loadings below .40). A review of the “scree 
test” of the eigenvalues of the correlation 
matrix were computed and plotted (Cattell, 
1966) which seemed to suggest a four factor 
solution. With the final four factor solution 
the three understanding and four enhance-
ment scale items combined to create a single 
robust scale with all factor loadings above 
.40. The items in the values and social 
factors loaded according to expectations for 
these distinct factor loadings. All items 
except one in the protective factor dimen-
sion loaded appropriately. That one item 
which stated “volunteering helps me feel 
better” was dropped from the analysis 
because of a factor loading below .40. In 
addition, an eigenvalue of .92 for the fourth 
factor and the accompanying scree test 
suggested a final four factor solution. Table 
2 displays the dimensions, item descriptions, 
four factor loadings (social, values, enhance-
ment, protective), and item means for the 

sample of senior non-volunteers. The alpha 
reliability coefficients ranged from .844 to 
.894 for the four motivational factors which 
is consistent with Clary et al. (1998) results. 

The four factor solution for the senior 
volunteer sample produced results that 
loaded in similar fashion except for the 
initial factor loading of the understanding/ 
enhancement motivation factor in place of 
the social motivation factor for the non-
volunteer sample. The factor loadings for 
values and protective motivations loaded in 
the second and fourth position, respectively. 
This particular factor analysis of the senior 
volunteers with its slight variations was not 
included, but can be obtained from the 
authors. 

Analysis was conducted to determine if 
volunteers differed from non-volunteers 
across the four motivational factor dimen-
sions (see Table 3). Results from this 
analysis support the hypothesis that motiva-
tions to volunteer appear to differ from those 
that are actively volunteering and those that 
do not. Non-volunteers’ responses indicated 
that enhancement/understanding and 
protective motivational factor dimension 
items were different than the volunteering 
sample. The analysis did not support the 
contention that the motivational dimensions 
of value and social differed from senior 
volunteers and non-volunteers. This 
suggests that values and social motivations 
are expressed by both volunteers and non-
volunteers. This result was somewhat 
confirmed in a study of traditional college-
age, students volunteer project (Papadakis, 
Griffin, & Frater, 2004). The difference 
between volunteers and non-volunteers was 
found for the enhancement/understanding 
motivation in this younger college age 
sample which confirms the findings in this 
study of seniors. The lack of support for the 
protective motivation to volunteer might be 
due to the college-age demographics of this 
sample of respondents.
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Table 2 
Results of Factor Analysis of Nonvolunteers 

 

 
Dimension 

 
Item Description 

 
Factor Loading (N=85) 

  1              2           3             4 

 
Communality 

 
Item 
Mean 

 

 

Social 

Others with whom I am close place a high value on community 
service. 
My friends volunteer. 
People I know share an interest in community service. 
By volunteering I feel less lonely. 
People I’m close to want me to volunteer. 
Volunteering is a way to make new friends. 

 
.851 
.847 
.658 
.651 
.621 
.605 

 
.845 
.823 
.671 
.673 
.625 
.792 

 
4.11 

 
Values 

I feel compassion toward people in need. 
I am concerned about those less fortunate than myself. 
I feel it is important to help others. 
I am concerned about the group I am serving. 

               .848 
               .748 
               .735 
               .664 

.721 

.802 

.847 

.790 

5.02 

 
Enhancement 

Volunteering makes me feel better about myself. 
Volunteering helps me feel better. 
I can learn how to deal with a variety of people. 
Volunteering increases my self-esteem. 

                             .822 
                             .641 
                             .608 
                             .605 

.842 

.755 

.596 

.708 

4.75 

 Volunteering lets me learn things through direct, hands-on 
experience. 
Volunteering is a good escape from my own troubles. 
Volunteering helps me work through my own personal 
problems. 

                                                        
.558  

Protective                                                         
.789 
.751 

 
.879 

 
.857 
.811 

 
4.09 

 Eigenvalue 
Variance Explained 
Reliability Coefficient                                                                      

4.42       3.93      3.36         2.46 
22.07   19.65     17.05      12.30 **   
0.87       0.89      0.88         0.84 

  

  *mean scores on a seven-point scale ranging from (1) not at all important to (7) extremely important. 
**total variance explained = 71.07 
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Table 3 
Comparison of Volunteers and Nonvolunteers 
 
                   Volunteers         Nonvolunteers 
                        N=131                N=85 
     Motivations      t             df                      Mean    SD                   Mean       SD 
     Values     0.18      210                     5.00     0.97                    5.11      0.78 
 
     Social    -1.14      214          4.0       1.18            4.12      1.16 
     
     Enhancement/   
     Understanding    2.09*      213        4.64       1.01             4.93     0.94 
 
     Protective     2.62**    206        3.63       1.34             4.14     1.42 
     * p<.05 
    **p<.01 
 
Discussion and Implications 

The results of this study supported the 
use of the multifactor functional approach 
with seniors that volunteer in human service 
organizations. The anticipated five factor 
solution was not robust in this sample, 
although the scale did reveal some structural 
integrity when a five factor solution was 
analyzed, but the factor loadings were not 
sufficient. A four factor solution, which 
combined the understanding and enhance-
ment dimensions, was used in the analysis. 
The understanding and enhancement 
dimensions are conceptually very similar 
(i.e., learning and growing) and suggest a 
desire for volunteer experiences that enrich 
the volunteer by providing opportunities to 
learn new things and to grow psychologi-
cally. This motivation to continue the life-
long learning process was found to be still a 
significant factor for individuals in their 
non-work/retired period of their lives 
(Henderson, 1983).  

The altruistic motivational dimension 
defined as concern for others (values) 
appeared to be salient reason for both 
volunteers and non-volunteers to become 
involved. This is supported by research for 
the population at-large (Clary et al., 1998), 

and in the case of senior volunteers (Okun & 
Schultz, 2003; Stergios & Carruthers, 2003) 
and more specifically with older Red Cross 
volunteers (Gillespie & King, 1985). In 
addition, the social motive was also found to 
be a solid predictor of senior volunteers and 
non-volunteers based on the motivation to 
increase social interactions, interpersonal 
relationships, and friendships which 
supports the work of McClelland (1972; 
1988). This suggests that messages to recruit 
and retain volunteers should communicate 
clearly how volunteer opportunities create 
climates that provide volunteers the chance 
to help others and build positive interper-
sonal relationships with peers (Henderson, 
1983; Vineyard, 1991). 

The two motivational dimensions for the 
non-volunteer seniors produced different 
results which were related to egotistical 
motivations. In other words, non-volunteers 
were much more likely to express a desire to 
volunteer so they could grow and learn 
(enhancement and understanding) as well as 
for protective motivations that suggest a 
desire to volunteer as a mechanism to feel 
better about one-self. For instance, one of 
the questions stated “volunteering is a good 
escape from my own troubles.” These 
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individuals recognized the altruistic motives 
of helping others, but also perceived 
volunteering as a way to help themselves.   

These findings suggest that the multi-
factor functional analysis (VFI scale) can be 
a valuable tool for understanding the 
motivational processes of volunteerism and 
planned helping. To the extent that relevant 
motivations can be accurately identified, 
promotion of the service of volunteers can 
be adapted accordingly to maximize 
persuasion (Clary et al., 1998; Clary, 
Snyder, Ridge, Miene, & Haugen, 1994), 
match the volunteer with the appropriate 
tasks and responsibilities (Rubin & Thorelli, 
1984), enhance longevity of volunteer 
service (Omoto & Snyder, 1995; Penner & 
Finkelstein, 1998; Stallings, 1996), match 
rewards and recognition to volunteer needs 
(Vineyard, 1989), and improve recruitment 
and retention of senior volunteers in a 
variety of program areas (Okun & Schultz, 
2003; Stergios & Carruthers, 2003). This 
strategy, along with other research on 
functionalism in general, reflects a re-
emergence of interest in motivation as a 
personality and social psychology construct; 
one that has practical significance in 
addressing certain problems of inaction.  

According to McClelland’s theory 
(1972; 1988), the dominant motivational 
forces (affiliation, achievement or authority/ 
power) impacting volunteer behavior, 
expectancies and meaningful incentives to 
the individual will have a significant 
influence on the most appropriate volunteer 
opportunity. If these behavioral factors are 
taken into account in developing, recruiting, 
and assigning volunteers, both the organiza-
tion and the volunteer will benefit. Volun-
teers primarily motivated by achievement 
have a desire for excellence and take pride 
in their outcomes. These individuals are goal 
oriented and effective at tackling problems 
facing many nonprofit organizations. An 
affiliation motive influences a person to be 

most concerned about relationships with 
others, other people’s feelings, and how they 
can be of help. A person for whom the 
power motive is dominant is characterized 
by needs for prestige and status and 
positions of influence. A simple question-
naire used in the volunteer application 
process has been able to identify 
individual’s hierarchy of motives which 
might facilitate the optimum placement of 
volunteers within an organization (Watts & 
Edwards, 1983). 

The complexity of the social psycholo-
gical influences on volunteer behavior 
substantiates the dynamic view of the 
continuum of overlapping and evolving 
forces. Backman et al. (1997) proposed a 
continuum of volunteer motives between 
altruistic and egotistical functions. They 
further developed the egotistical side of the 
continuum by suggesting that these 
individuals volunteer so that they (or family 
members) benefit directly from programs 
and services. Silverberg, Backman and 
Backman (2000) found users and partici-
pants of parks and recreation services and 
programs that receive direct benefits (co-
production) were more likely to volunteer, 
and suggested more research is needed on 
the relationship of egotistical motives and 
co-production. Ultimately, the researchers 
(Silverberg et al., 2000) suggest that those 
with the most intense connection to the 
organization feel most willing to contribute 
their time and services and that might be 
based on the satisfaction of the psycholo-
gical need for achievement, influence over 
others and social affiliation (McClelland, 
1988). 

In summary, the multifactor functional 
approach to understanding the senior 
volunteer is further substantiated. However, 
the findings of this study are limited to those 
seniors that participated in two sites that 
were included in the study. Despite the 
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limitations, managers of volunteers who 
understand the social psychological motives 
sought by seniors will be better equipped to 
provide experiences that satisfy the altruistic 
and egotistical functions of current volun-
teers and those that have the potential to 
volunteer. This will result in recruitment and 
retention strategies that are effective in 
meeting the needs of the organization and 
the seniors who are willing to volunteer to 
support and benefit future generations. 
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Peggy Jackson provides excellent 

guidance for the non-profit looking to 
develop a risk management and business 
continuity plan.  Her model of providing 
DIAD (Done In A Day) planning gives 
those who know nothing about risk 
management planning the opportunity to 
accomplish the task without being mired in 
the minutiae.  The book is divided into three 
sections, the first addressing risk managment 
planning, the second discussing continuity 
planning, and the third discussing how risk 
management and contingency business 
planning adds value to any non profit. 

In the first section, keenly aware of some 
mind-boggling myths relative to risk 
management, Jackson identifies and offers 
solutions to remove barriers hindering 
effective risk management. She identifies 
four components common to all organiza-
tions when considering risk management 
planning: 1) board members, 2) staff and 
volunteers, 3) operations and 4) relation-
ships with the public. With these areas 
identified, Jackson suggests three primary 
steps surrounding effective risk management 
planning:  1) assessing the risk within the 
organization, 2) offering up and dealing with 
strategies relative to the identified risk, and 
3) monitoring the activities surrounding the 
identified risk. Jackson further identifies 
four strategies for addressing risks: 1) 
Avoidance – just say “no” to the identified 
activity that might bring risk; 2) Retention – 
setting up funds to deal with identified risk 
when it happens, 3) Modification – changing 
of policies or processes to ensure that risk is 
minimized; and 4) Transfer – using the 
insurance or other entities to deal with risk 

when it happens. According to Jackson, the 
organization knows that the risk 
management planning process has been 
accomplished when: everyone is “on the 
same page”; it is ongoing; the organization 
has partnered with external advisors (legal, 
insurance, etc.); and there is a holistic, 
hands-on and all-inclusive approach to risk 
management. The risk management template 
recognizes constraints of staff, time and 
dollars with an emphasis on prioritizing the 
risks once they are identified. Jackson offers 
up practical tools for selecting the strategy 
for dealing with risk by walking through 
what to think about. The DIAD template 
guides the reader through what work needs 
to be accomplished ahead of time recog-
nizing that the success of the DIAD is 
dependent upon the pre-planning and prep 
work, complete with a timeline.  The chapter 
with the template also outlines basic 
parameters for conducting the work to 
accomplishing this in a day.  The template is 
detailed, with outlined sample agendas, and 
instructions for conducting the DIAD 
session with approximate time estimations 
to keep the process on track. 

The second section of the book 
surrounds the unpleasant task of dealing the 
continuity business planning, something that 
most people don't want to think about.  The 
three components for this process include: 1) 
the crisis incident management component ; 
2) the business resumption component; and 
3) the emergency fund raising component . 
With concrete examples of things that can 
interrupt normal business, one of the most 
important steps in dealing with a crisis 
should be a crisis communication plan. 
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Jackson provides pragmatic components of a 
plan by outlining the necessary parts to 
make the plan effective.  This section also 
offers insight into which strategies to focus 
on to resume business operations should 
some disaster occur.  With the business 
contingency plan, preparation work should 
consider keeping everyone safe, financing 
the resumption of business, consideration of 
the impact of neighboring businesses, the 
information technology infrastructure, 
family emergency preparedness, and 
vendors and supplies. Crisis incident 
management strategies addressed include:  
1) crisis incident management leadership; 
2) emergency situations; 3) crisis communi-
cations plans; 4) evacuation planning,  
5) emergency fundraising; 6) determining 
the extent of the damage; and 6) non-profit 
expectation of staff and volunteers. Sensitive 
to the proprietary information required for 
maintaining a business plan, Jackson offers 
advice on who should have what informa-
tion and the detail that information should 
include.  She also challenges the reader to 
think about who and what is considered 
essential business functions, identifying key 
management functions, people and resources 
to accomplish the work of getting the 
business back up and running with a time-
line and sequence.  Once again, the DIAD 
template guides the reader through what 
work needs to be accomplished complete 
with a timeline.   

The third and final section brings the 
reader full circle by discussing how to get 
everyone on the same page with appropriate 
training.  This is where the return on the 
investment pays off.  Should a situation 

happen, everyone knows what to do, how to 
react and get the non-profit back to day-to-
day business.  To accomplish this, Jackson 
suggests: 

 Curriculum is designed in such a 
fashion to incorporate assessment 
techniques to ensure everyone 
understands the process.  She offers 
up a sample training agenda for risk 
management as well as business 
contingency planning.   

 There should be hands-on training 
exercises.  Most often, the reader is 
aware of the fire drills that are most 
common but those hands-on training 
exercises should be more encom-
passing of other types of things that 
could interrupt normal business. 

 Desktop exercises with examples to 
be used that could potentially happen 
during normal business hours, after 
business hours or at multiple loca-
tions.  This allows for the planning to 
be throughout the organization 
considering all scenarios, at all 
levels. 

The return on investment discussion also 
illustrates what's necessary to be in compli-
ance with current legislation.  By raising 
awareness and commitment to reducing 
potential loss and damage, the non-profit 
organization needs to consider worse case 
scenarios. Once they have been identified, 
then the organization plans proactively for 
them. Written in an easy to read fashion, this 
book helps any nonprofit accomplish those 
tasks with templates and guides for getting it 
done in a day!
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Abstract 
College-aged young adults spend significant amounts of time in voluntary activities and may 
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Volunteerism represents a major source 
of labor in the United States (Dutta-
Bergman, 2004). It involves a considerable 
number of activities and endeavors with the 
goal of improving communities and the lives 
of individuals (van Emmerik, Jawahar & 
Stone, 2004). Findings from the Current 
Population Survey, composed of 60,000 
households, estimate, for instance, that 
between September 2001 and September 
2002, more than one of every four individ-
uals over the age of 16 in the United States 
engage in volunteer activities (Boraas, 
2003). An activity pursued to such an extent 
appears to warrant research attention. 

Volunteering affects more than merely 
the individuals who engage in it. Many 
valuable social programs rely on volunteers 
to succeed (Wilcox, Cameron, Ault & Agee, 
2003). Many human-service agencies and 
nonprofit organizations providing these 
programs, however, are experiencing 
significant shortages of volunteers, often 
severely hampering their abilities to fulfill 
their missions (Edwards & Watts, 1983; 
Fisher & Ackerman, 1998). Consequently, 
recruiting new volunteers is often a major, 
ongoing concern for many such organiza-
tions (Brudney & Brown, 1990), consuming 
a significant amount of an organization’s 
time and resources. 

When volunteers are examined, one can 
quickly observe that, as a demographic 
group, young adults spend significant time 
in volunteer activities. Furthermore, school 
enrollment seems to have a significant effect 
on the extent of volunteering activities 
among young adults. Young adults enrolled 
in school have been observed to volunteer at 
a rate twice that of those not enrolled in 
school (Boraas, 2003). Moreover, the 
increased involvement in volunteer activities 
by college students appears to continue after 
graduation (Oesterle, Johnson & Mortimer, 
2004). In fact, recent college graduates have 
been observed to volunteer at a rate twice 

that of high school graduates and four times 
that of high school dropouts (Boraas, 2003). 

Universities and colleges in the United 
States tend to develop campus cultures that 
could influence how students feel about 
many topics and ideas, including the extent 
to which one should become involved in 
volunteering activities. Understanding the 
motivations of college students to engage in 
volunteering activities and identifying 
whether differences exist between students 
attending different types of colleges and 
universities would seem to be worthwhile. 
The purpose of this paper is to explore 
whether students at five different schools, 
each an exemplar of a different type of 
college or university, possess differing 
perceptions of volunteering. First, past 
research on volunteering is reviewed. 
Second, rationales for the existence of 
differing campus climates toward 
volunteering is developed. Third, hypotheses 
are presented. Finally, the hypotheses are 
tested. 

Volunteerism 
Each year, millions of people spend 

substantial amounts of time and energy 
voluntarily helping others (Clary, Snyder, 
Ridge, Copeland, Stukas, Haugen, & Miene, 
1998). Many organizations that depend on 
volunteers to deliver services, however, 
often find that they are unable to provide the 
services clients need or desire because of a 
lack of an adequate number of volunteers. 
The recruitment of volunteers, therefore, is 
an area of great importance to such agencies 
(Brudney & Brown, 1990). Indeed, Bussell 
and Forbes (2002) suggest that as competi-
tion for volunteers becomes increasingly 
intense, many organizations are increasingly 
turning to marketing techniques to recruit 
and retain volunteers. 

To understand potential volunteers, an 
understanding of individuals' motivations to 
become involved in volunteering would 
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seem to be important. Indeed, Clary, Snyder, 
and Ridge (1992) suggest that understanding 
the motivations of potential volunteers may 
help agencies identify and recruit potential 
volunteers. Consistent with this line of 
thought, Allison, Okun, and Dutridge (2002) 
and Oktin (1994) observed that an 
individual's motivation to volunteer is a 
good predictor of frequency of volunteering 
activities. Raman and Pashupati (2002) 
suggest that individuals' motivation to 
volunteer is a better predictor of future 
volunteering behavior than is present 
volunteering behavior since the extent of 
one's volunteering activity at any particular 
time is often cited by transient issues 
affecting the amount of time an individual 
has available for volunteering. Furthermore, 
volunteering is unquestionably a widely 
varied activity (Gaskin, 1999). Likewise, 
volunteers differ as much in the volunteer 
activity they perform (Cnaan, Handy & 
Wadsworth, 1996; Wymer, 1998) as in the 
motivations for becoming involved in 
volunteering.  

Although many of the various defini-
tions applied to volunteerism suggest that 
the volunteer must possess some form of 
altruistic motivation, Bussell and Forbes 
(2002) suggest that this is not necessarily 
true. They suggest several volunteering 
activities for which altruism is not a 
necessary motivation. Indeed, Clary and his 
associates (1998) identified six motives for 
volunteering: (a) developing and enhancing 
one's career, (b) enhancing and enriching 
personal development, (c) conforming to the 
norms of, or establish norms for, significant 
others, (d) escaping from negative feelings, 
(e) learning new skills and practicing 
underutilized abilities, and (f) expressing 
values related to altruistic beliefs. 

The literature suggests that the extent of 
one's volunteering activity is affected by age 
and by cohort. Members of Generation Y, 
for instance, are volunteering in their 

communities more than any generation in 
American history (Wright, 2000). "Ninety-
five percent indicate that spending time 
volunteering or helping people is very or 
somewhat important. Fifty percent actively 
participate in volunteer work in their 
communities" (Nucifora, 2001, p. 2). 
Consistent with these observations, volun-
teering among the young has increased by 
12% over the last decade (Fegenbush, 2001). 
Similarly, Baldwin reported that members of 
Generation Y have "a strong sense of 
community, not just in smaller units, but a 
feeling of connectedness to a larger unit of 
society" (2002, p. 6). 

As mentioned in the introduction, 
involvement of members of the younger 
generation (Generation Y) in volunteerism is 
profoundly affected by one's education. 
Young adults enrolled in school volunteer at 
a rate twice that of those not enrolled in 
school (Boraas, 2003), a trend that continues 
after graduation from college. Similarly, 
Davis-Smith (1999) observed a strong 
positive relationship between the level at 
which young people cease their education 
and the extent of their volunteering activi-
ties. Indeed, recent college graduates volun-
teer at twice the rate of high school 
graduates and four times that of high school 
dropouts (Boraas, 2003). Furthermore, 
religion and race have been suggested as 
factors affecting the motivation to volunteer. 
 
Role of Religion 

The role of religion in the motivation to 
volunteer has been long recognized (Benson, 
Dehority, Garman, Hanson, Hochschwen-
der, Lebold, Rohr, & Sullivan, 1980). 
Greely (1997) and Wilson and Janoski  
(1995), for instance, contend that participa-
tion in church activities provides individuals 
with the tools and social networks that 
encourage volunteering in other areas. 
Similarly, Ammerman states, 

Every club that plans a special event, 
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every society that needs officers, and 
every congregation that asks its 
members to teach classes and chair 
committees provides opportunities for 
the development and exercise of civic 
skills. And because congregations are 
the single most available opportunity for 
voluntary participa-tion, they are the 
single most egalitarian imparter of civic 
skills to society. By engaging in the 
practices of building up the fellowship, 
congregations also build up their 
communities. “Religious practices 
transcend religious insti-tutional lines 
(1997, p. 212). 

 
Church members have long been 

regarded as being more likely to become 
involved in voluntary activities than non-
members (e.g., Moberg, 1962). Empirical 
research supports this contention (Becker & 
Dhingra, 2001; Parboteeah, Cullen & Lim, 
2004; Wilson & Musick, 1997). Similarly, 
involvement in volunteerism is thought to 
vary across individuals belonging to 
different religious groups (Smith, 1994). 
Research on the relationship between 
religious identification and involvement in 
volunteering, however, has not produced 
consistent findings. Several studies (e.g., 
Lam, 2002; Peterson & Lee, 1976) observed 
that Protestants are more likely to participate 
in voluntary associations than are Catholics 
and those without religious affiliation. 
Thomson and Knoke (1980), however, 
observed that Catholics have a rate of parti-
cipation higher than Protestants as did 
Wright and Hyman (1958). Hoge, Zech, 
McNamara and Donahue (1998) observed 
that although conservative Protestants 
reported the greatest amount of church-
related volunteering, they tied for last with 
Catholics for the least amount of non-church 
related volunteering. 
 

Role of Race 
Relatively few studies have examined 

the relationship between volunteerism and 
race. The few studies that have, however, 
examined the participation rates of African-
Americans observed that, when socioeco-
nomic status is controlled for, African-
Americans participate in volunteering 
activities at a rate higher than their white 
counterparts (Lucas, 1985; Williams & 
Ortega, 1986). Similarly, Latting (1990) 
observed that African-Americans are more 
apt to indicate altruistic motives for volun-
teering. 
 
Research Hypotheses 
H: Students attending differing types of 

universities possess differing motivi-
tions for engaging in volunteering 
activities. Specifically, students attend-
ing different types of universities differ 
in the relative strength of the following 
motivations to volunteer- 
HI: Developing and enhancing one's 

career (career). 
H2: Enhancing and enriching personal 

development (esteem). 
H3: Conforming to the norms of, or 

establishing norms for, significant 
others (social). 

H4: Escaping from negative feelings 
(protective). 

H5: Learning new skills and practicing 
underutilized abilities (understanding). 

H6: Expressing values related to altruis-
tic beliefs (value). 

 
Methodology 
Sample 

Faculty members at five differing insti-
tutions were recruited to administer 
questionnaires, which included the Volun-
teer Functions Inventory Scale, to their 
students taking marketing courses. The 
universities were chosen to represent 
differing philosophical and religious 
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approaches to education. Specifically, they 
were chosen as exemplars of a public 
commuter institution, a public residential 
institution, a Jesuit Catholic institution, a 
conservative Protestant institution, and an 
African-American liberal arts institution. 
Students taking marketing courses were 
chosen to comprise the sample for two 
primary reasons. First, since business 
students are generally not encouraged to 
engage in volunteering as a part of their 
education, less likelihood exists of a social 
desirability bias in their responses. Further-
more, through their previous coursework or 
through discussions in their marketing 
courses on the environment and on con-
sumer behavior, students taking marketing 
courses tend to possess an understanding of 
societal needs. 

It is likely that the students attending 
each of the universities represent a different 
philosophical and religious subculture. 
Criteria for admission to the conservative 
Protestant university, for instance, include 
“evidence of a personal relationship with 
Jesus Christ and a consistent, Christian 
lifestyle." Once admitted to the institution, 
students are required to attend church 
services regularly, to attend daily chapel 
services, as well as abide by a far-reaching 
standards-of-conduct statement. The nature 
of these, requirements will serve to strongly 
dissuade individuals representing alternative 
subcultures from choosing this university for 
their collegiate education.  

Similar admission requirements do not 
exist at the other universities; nevertheless, 
the students attending each university can be 
expected to vary. At the Jesuit Catholic uni- 
versity, for instance, students are required to 
take a significant number of theology 
courses as a part of the institution’s general 
education requirements. As a result, the vast 
majority of students at the institution are 
Catholic. 

The resulting sample sizes comprised 

124 from the public commuter institution, 
95 from the public residential institution, 
73 from the Jesuit Catholic institution, 104 
from the conservative Protestant institution, 
and 86 from the African-American liberal 
arts institution (for a total sample of 482). 
Since the instruments were distributed in 
classroom settings, virtually no nonresponse 
was noted. 
 
Measurement of Motivation to Volunteer  

Various measures have been developed 
to examine individuals' motivation to volun-
teer. When they examined the available 
measures, Okun, Barr, and Herzog (1998) 
observed that only the Volunteer Functions 
Inventory (VFI) (Clary, et al., 1998) fits the 
data on volunteering, suggesting that it is the 
preferred measure for understanding and 
measuring motivations to volunteer. The 
VFI measures six motives for volunteering: 
(a) developing and enhancing ones career 
(career); (b) enhancing and enriching 
personal development (esteem); (C) con-
forming to the norms of, or establishing 
norms for, significant others (social); (d) 
escaping from negative feelings (protective); 
(e) learning new skills and practicing 
underutilized abilities (understanding); and 
(f) expressing values related to altruistic 
beliefs (value) (Allison, Okun & Dutridge, 
2002). 

When examining the validity of the VFI 
scale, Clary, et al. (I 99 8) and Allison, 
Okun, and Dutridge (2002) observed that the 
VFI scale appears to be a valid instrument. 
The scale appears to be reliable: coefficient 
alphas are typically above .80 (Clary, 
Snyder, & Ridge, 1992) with test-retest 
correlations of .64 to .78 (Clary, et al., 
1998). The scale also appears to possess 
construct and criterion validity (Allison, 
Okun, & Dutridge, Clary, et al., 1998). 
Allison, Dutrid (2002) observed that 
responses to the VFI scale are strongly 
correlated with volunteering activity. The 

July 2007 50



THE INTERNATIONAL JOURNAL OF VOLUNTEER ADMINISTRATION 
Volume XXIV, Number 5 

score for each motivation represents the 
relative importance of that motivation to the 
individual. Similarly, the highest score 
reflects the motivation with the greatest 
importance to the respondent (Clary, 5nyder, 
& Ridge, 1992). 

 
Analysis 

MANOVA was conducted to test the 
overall Hypothesis. One way ANOVAs 
were conducted was to test each secondary 
hypothesis reflecting each of the factors of 
the VFI scale. Finally, paired results are 

compared via t-tests for each ANOVA for 
which significant results were observed. 

 
Results 

The mean scores for students attending 
each university, and for each motivation to 
volunteer are displayed in Table 1. Results 
of the MANOVA to test the Hypothesis 
were observed to be significant at the .05 
level (F 3.912, significance = .000). The 
overall hypothesis, that students attending 
different types of universities differ in their 
motivation to volunteer, is supported. The 
results of the one-way ANOVAs are 
displayed in Table 2. 

 
Table 1 
Mean Volunteering Scores 
Motivation to Volunteer PC PR JC CP AA 
Developing and enhancing one’s career (career) 24.37 25.40 23.40 23.43 25.19 
Enhancing and enriching personal development (esteem) 22.05 23.76 21.39 20.42 23.48 
Confirming to the norms of, or establishing norms for, 
significant others (social) 

 
16.03 

 
19.18 

 
19.22 

 
20.06

 
22.26 

Escaping from negative feelings (protective) 16.19 18.57 16.54 17.17 21.00 
Learning new skills and practicing underutilized 
abilities 
(understanding) 

 
24.05 

 
26.08 

 
26.21 

University Category Key 

 
26.32

 
26.90 

Expressing values related to altruistic beliefs (value) 27.12 28.19 27.69 27.84 29.73 

PC – public commuter university   PR – public residential university 
JC – Jesuit Catholic university   CP – conservative Protestant university 
AA – African-American liberal arts university 
 
 
Table 2 
ANOVA Results 

Motivation to Volunteer F-Value Significance 
Developing and enhancing one’s career (career) 1.799 .128 
Enhancing and enriching personal development (esteem) 2.780 .026* 
Conforming to the norms of, or establishing norms for, significant others 
(social) 

 
10.196 

 
.000* 

Escaping from negative feelings (protective) 4.873 .001* 
Learning new skills and practicing underutilized abilities (understanding) 3.678 .006* 

* = p < .05 
Expressing values related to altruistic beliefs (value) 3.875 .004* 
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Table 3 
Post Hoc Tests 

University Category Key  Motivation Key 
PC – public commuter university  Esteem – Enhancing and enriching personal development 
PR – public residential university  Social – Conforming to the norms of, or establishing   
JC – Jesuit Catholic university    norms for, significant others 
CP – conservative Protestant university  Protective – Escaping from negative feelings 
AA – African-American liberal arts university  Understanding – Learning new skills and practicing  
   underutilized abilities 
  Value – Expressing values related to altruistic beliefs 
* = p < .05 

 
Significant (at the .05 level) differences 

were observed for five of the six motivations 
to volunteer. The only motivation for which 
a significant difference was not observed 
was developing and enhancing one's career 
(career). Support, therefore, was observed 
for Hypotheses 2 through 6, but not for 
Hypothesis 1. 

Post hoc tests were performed for the five 
motivations to volunteer for which signifi-

cant results were observed, to better under-
stand the nature of the differences. The 
results are displayed in Table 3. 

For enhancing and enriching personal 
development (esteem), students attending 
the public residential university expressed 
significantly stronger motivations than 
students attending the Jesuit Catholic and 
the conservative Protestant universities. In 
addition, students attending the conservative 
Protestant university expressed significantly 

University Compared With Esteem Social Protective Understanding Value 
 

PC 
 

PR 
-1.65 
.101 

-2.88 
.002* 

-2.38 
.020* 

-1.96 
.019* 

-1.02 
.123 

  
JC 

65 
.545 

-3.22 
.002* 

-.52 
.637 

-2.16 
.016* 

-.61 
.391 

  
CP 

1.43 
.147 

-4.16 
.000* 

-1.15 
.249 

-2.60 
.001* 

-.91 
.161 

  
AA 

-1.26 
.237 

-5.93 
.000* 

-4.40 
.000* 

-2.67 
.002* 

-2.72 
.000* 

 
PR 

 
JC 

2.31 
.046* 

-.34 
.752 

1.86 
.112 

-.20 
.834 

.41 
.588 

  
CP 

3.08 
.004* 

-1.28 
.198 

1.23 
.254 

-.64 
.464 

.699 

.871 
  

AA 
39 

.729 
-3.05 
.004* 

-2.02 
.080 

-.71 
.451 

-1.70 
.024* 

 
JC 

 
CP 

.77 
.496 

-.94 
.376 

-.63 
.582 

-.44 
.637 

-.30 
.690 

  -1.91 
AA .113 

-2.71 
.017* 

-3.88 
.002* 

-.51 
.609 

-2.11 
.008* 

 
CP 

 
AA 

-2.68 
.016* 

-1.77 
.092 

-3.25 
.004* 

-.07 
.942 

1.81 
.014* 
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weaker motivations than students attending 
the African-American liberal arts university. 

For conforming to the norms of, or 
establishing norms for, significant others 
(social), students attending the public com-
muter university expressed significantly 
weaker motivations than students attending 
any of the other universities. Furthermore, 
students attending the African-American 
liberal arts university expressed significantly 
stronger motivations than students attending 
the public residential university and the 
Jesuit Catholic university. 

For escaping from negative feelings 
(protective), students attending the African-
American liberal arts university expressed 
significantly stronger motivations than 
students attending the Jesuit Catholic, 
conservative Protestant, and public com-
muter universities. Moreover, students 
attending the public residential university 
expressed significantly stronger motivations 
than students attending the public commuter 
university. 

For learning new skills and practicing 
underutilized abilities (understanding), 
students attending the public commuter 
university expressed significantly weaker 
motivations than students attending any of 
the other universities. 

Finally, for expressing values related to 
altruistic beliefs (value), students attending 
the African-American liberal arts university 
expressed stronger attending any of the other 
 
Discussion 

Since individuals who have attended or 
are attending college appear to be much 
more likely to engage in volunteering 
activities, college students seem to be a 
group which should not be overlooked when 
attempting to recruit volunteers. In support 
of the general hypothesis, however, students 
attending different types of universities 
appear to possess differing motivations to 
volunteer. Closer analysis indicates that the 

differences originate in five of the six moti-
vations to volunteer. The results appear to 
indicate that it may be beneficial for human 
service agencies and nonprofit organizations 
to adapt their recruiting techniques to the 
collegiate background of the potential 
volunteers. When students attending the 
different universities (exemplars of a public 
commuter institution, a public residential 
institution, a Jesuit Catholic institution, a 
conservative Protestant institution, and an 
African-American liberal arts institution) 
were examined, the primary differences 
observed involved students attending the 
public commuter university and those 
attending the African-American liberal arts 
university. In the post hoc tests, students 
from these two institutions accounted for 19 
of the 21 instances for which significant 
differences were noted. Closer examination 
of these results appears warranted. 

Students attending the public commuter 
university were found to be consistently less 
motivated to engage in volunteer activities 
than were students attending the other types 
of universities. The differences were most 
pronounced for the social (conforming to the 
norms of, or establishing norms for, signifi-
cant others) and understanding (learning 
new skills and practicing underutilized 
abilities) motivations. For each of these 
types of motivations, students attending the 
public com- muter university expressed 
significantly less motivation than students 
attending any of the other universities. It 
appears that public com- muter universities 
may be less likely to develop environments 
that foster desire among their students to 
engage in voluntary activities and/or are less 
likely to attract students who are motivated 
to volunteer. 

Surprisingly few differences were 
observed to exist between students attending 
the public residential, the Jesuit Catholic, 
and the conservative Protestant universities. 
The only differences observed were that 
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students attending the Jesuit Catholic and 
conservative Protestant universities 
expressed lower esteem (enhancing and 
enriching personal. development) motivi-
tions than those attending the public residen-
tial university. 

Finally, students attending the African- 
American liberal arts university 
consistently expressed stronger motivations 
to engage in voluntary activities than 
students attending the other universities. 
The differences were especially notable for 
social (conforming to the norms of, or 
establishing norms for, sig- nificant others), 
protective (escaping from negative 
feelings), and value (expressin values 
related to altruistic beliefs) motivations- 
This finding is consistent with past research 
suggesting that race is a factor in one’s 
propensity to volunteer. Furthermore, the 
finding that students attending the African- 
American liberal arts university expressed 
higher value (altruistic) motivations than 
students attending any of the other 
universities is also consistent with past 
research that suggests that African-
Americans are more likely to pursue 
voluntary activities for altruistic 
motivations than individuals of other races. 
The se findings suggest that students 
attending or who have attended African-
American liberal arts universities may be 
especially likely to engage in voluntary 
activities and may represent an especially 
fruitfld source of volunteers. 
 
Implications 

If corroborated by future research, the 
findings indicate that nonprofit organiza-
tions and human-service agencies recruiting 
volunteers from among college students 
may need to alter the recruitment appeals 
based on the type of university that the 
students are attending. 

The strongest motivation to volunteer 
was the same across students attending all 

five institutions - expressing values related 
to altruistic beliefs (value). The motivation, 
however, was observed to be significantly 
stronger for students attending the African- 
American liberal arts university. Appeals to 
the altruistic nature of volunteering appear 
to likely be a successful means to attract 
students from all universities to volunteer. 

Learning new skills and practicing 
underutilized abilities (understanding) also 
appears to be an important motivation to 
volunteer for all students, but the motivation 
was observed to be significantly weaker for 
those attending the public commuter univer-
sity. Therefore, appeals to the learning 
aspects of volunteering appear likely to be 
successful, but their success will likely be 
less for those students attending a public 
commuter university. 

No significant difference was observed 
between schools on the motivation of 
developing and enhancing one's career 
(career). Since the motivation was observed 
to be moderately strong for students attend-
ing each of the institutions, it may be used 
equally as an appeal to students attending 
each of the schools. 

The results observed for the motivations 
of conforming to the norms of, or establish-
ing norms for, significant others (social) and 
escaping from negative feelings (protective) 
were somewhat similar. In each instance, 
students attending the public commuter 
university expressed the weakest motivation 
and students attending the African-American 
liberal arts university expressed the strong-
est motivation. Appeals to these two motivi-
tions, therefore, can be expected to be more 
successful when directed toward students 
attending an African-American liberal arts 
university, but not when directed toward 
students attending a public commuter 
university. Although generally significantly 
stronger than those held by students attend-
ing the public commuter university, the 
strengths of these two motivations to volun-
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teer (social and protective) were observed to 
be relatively weak for students attending the 
other institutions.  

Finally, the enhancing and enriching 
personal development (esteem) motivation is 
strongest for students attending the public 
residential and African-American liberal arts 
universities and weakest for students attend-
ing the Jesuit Catholic and conservative 
Protestant universities. This finding suggests 
that appeals to esteem would likely work 
best for students attending non-religious-
based universities. 
 
Limitations 

Although the findings of this effort are 
encouraging, a number of limitations exist. 
First, the exploratory nature of this study 
limits the drawing of any firm conclusions. 
Second, the limited nature of the sample 
restricts the generalizability of the results to 
other populations. The universities chosen 
represent exemplars of differing types of 
universities. 
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Abstract 

With an increase in the number of adults who are living longer healthier lives, volunteer 
administrators having a growing pool of potential volunteers. What strategies effectively recruit 
and retain older volunteers? In focus groups with 43 older volunteers, their perceptions of 
institutional access, information, incentives, and facilitation are assessed. Findings suggest that 
older adults may access volunteer opportunities through direct agency contact or social 
networks, more so than formal ads. They report that interest in the organization’s cause and 
meaningful task assignments serve as incentives for volunteering. Flexibility in task assignment, 
verbal appreciation, and transportation facilitate role performance. These findings suggest that 
informal strategies and respect for older adults’ expertise and current capabilities are important 
in recruitment and retention of older volunteers. 
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Volunteering or service among older 
adults is associated with a range of positive 
outcomes including better health, greater life 
satisfaction, and extended longevity 
(Morrow-Howell, 2000; Musick, Herzog, & 
House, 1999; Oman, Thoresen, & 
McMahon, 1999; Van Willigen, 2000). 
Volunteering provides older adults with an 
opportunity for personal growth as well as a 
sense of purpose and productivity in later 
life (Morrow-Howell, Kinnevy, & Mann, 
1999; Bundens & Bressler, 2002). Their 
actions are also associated with positive 
outcomes for those who are served 
(Wheeler, Gorey, & Greenblatt, 1988). 

U.S. Census projections indicate that 
more than one third of Americans will be 
over the age of 50 by 2020 (Prisuta, 2004). 
They are expected to be better educated and 
have longer and healthier lives than previous 
generations (Gerteis, Winston, Stanton, 
Moses, Grodner Mendoza, & Roberts, 
2004); hence productive, active engagement 
in later life is more likely. Their participa-
tion in volunteerism may be predicated on 
organizational efforts targeted specifically to 
the creation of volunteer opportunities and 
management practices for older adults 
(Kovacs & Black, 1999). 

We apply an institutional perspective to 
the study of later-life volunteering (Hinter-
long, McBride, Tang, & Danso, in press; 
Morrow-Howell, Hinterlong, Sherraden, 
Tang, Thirupathy & Nagchoudhuri, 2003). 
This perspective focuses on the link between 
institutional capacity to host volunteer roles 
and individual capacity. How can volunteer 
opportunities be made available such that 
older adults have access and incentives for 
participation, and information and facilita-
tion for role performance? This article 
summarizes results of a two-phase project 
on institutional capacity for elder service. 

The first phase included telephone inter-
views with 22 volunteer administrators of 
nonprofit organizations that host older 

volunteers (Morrow-Howell et al., 2003). 
Volunteer administrators report a range of 
strategies to recruit and retain older volun-
teers. The top recruitment strategies include 
word-of-mouth, other agency referrals, and 
targeted solicitations through letters or 
newspaper ads. In terms of role facilitation, 
a majority of administrators note a commit-
ment to role accommodation and facilitation, 
e.g., variation in hours, supports for those 
with physical disabilities, and training. This 
research note reports on findings from the 
second phase of the project, which assessed 
older adults’ percep-tions of volunteer roles 
and institutional efforts in recruitment and 
retention. 

 
Methods 

Four focus groups were conducted with 
a total of 43 older volunteers from 13 
organizations in the metropolitan St. Louis 
area. The volunteer administrators, who par-
ticipated in the first phase of the study, 
identified possible respondents who were 60 
years of age or older with at least one year 
of volunteer experience. Focus group 
sessions ranged from 60 minutes to 90 
minutes, consisting of seven to 14 people. 
The focus group sessions were audiotaped, 
transcribed, and coded separately by two 
coders. A hierarchical coding structure was 
developed with major codes reflecting the 
institutional perspective. The codes and 
quotes were analyzed for key themes. Diver- 
gent perspectives and relationships were 
noted, and the coding scheme was revised 
and condensed. Counts were developed for 
each theme, and applicable quotes were 
selected as examples. 

 
Findings 

The findings are categorized according 
to access and information regarding volun-
teer roles, incentives to begin and continue 
volunteering, and facilitation for role 
performance. Overall, findings suggest that 
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older volunteers may perceive informal 
strategies for recruitment and retention as 
more important than formal ones. 

 
Access and Information 

Access pertains to role requirements and 
a person’s eligibility and ability to fill the 
role as well as how information about the 
role reaches potential volunteers. The likeli-
hood of seeking volunteer opportunities is 
influenced by prior familiarity with the 
organization or the organization’s cause 
(n=18). This familiarity developed from 
having been clients in the past or having 
relatives who were clients of the organi-
zation. As one respondent stated,  

 
Many years ago an organization like 
NAMI [National Alliance for the Men-
tally Ill]in New Jersey came to my res-
cue when I desperately needed help. And 
about 10 years ago I was walking down 
the street and I saw the NAMI sign and I 
wandered in. 
 

Another respondent reports, 
 
 I love kids, and I was a pediatric nurse 

before I retired at 55. So when I was 
looking for a place to volunteer, it led 
me right here to Cardinal Glennon 
[children’s hospital]. 

 
 Older adults often learned of volunteer 
roles through family members or friends 
(n=13) who were involved with the organi-
zation. To a lesser extent, respondents also 
gained access to volunteer roles through for-
mal volunteer recruitment efforts such as 
advertisements (n=7). 
 
Incentives 
 Incentives include the rewards or 
perceived benefits possible through the 
volunteer role. Respondents report personal 
motivations for seeking volunteer roles, 

including interest in the cause (n=5) and 
volunteering overall (n=12). The underlying 
sentiment was that volunteering helped them 
ease into their later-life transitions. When 
asked about possible formal incentives such 
as training or stipends, respondents indicated 
that their decision to continue volunteering 
had more to do with personal satisfaction 
and quality of the volunteer experience. In 
addition, incentive to continue volunteering 
was influenced by the support received from 
the organization. Respondents (n=17) 
emphasized that responsiveness and 
inclusion in decision-making greatly 
affected their motivation to continue volun-
teering. One respondent stated that, “You 
get the satisfaction and motivation by 
helping others. But our organization is like a 
family… We are treated as volunteers and 
we are treated as part of a team.” 
 
Facilitation 
 Facilitation refers to supports or flexi-
bility for role performance offered by the 
organization. Respondents focused on 
respect and inclusion in decision-making 
(n=17), verbal appreciation by staff and 
clients (n=16), and flexibility in task assign-
ment and willingness to allow breaks (n=9). 
A few discussed the role and importance of 
training (n=7). Appreciation for respect and 
inclusion was expressed by this respondent: 
“They’re willing, if I come up with an idea, 
requiring purchase of something…I’ve 
gotten nothing but a positive response, like, 
“Let’s go with it… or let’s do this, it’s a 
good idea.’” In regard to flexibility, one 
respondent stated that, “If someone is not 
able to do the [hospice] care-giving as 
homes, there are other options. There’s 
people that come in who can help in the 
office.” 
 Some respondents indicated that the 
organizations were particularly cognizant of 
the increasing age and growing health 
limitations of the volunteers, and made 
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special efforts to accommodate their needs. 
One respondent stated, “I don’t drive 
because of my eyes. They even come and 
pick me up and take me home. I wanted to 
quit when they moved, because it would be 
too far to walk and this woman said, ‘We’ll 
always pick you up and take you home.’ 
And besides, they have luncheons and get-
togethers and things like that [which make 
her want to continue volunteering].” Related 
to the social aspect of volunteerism, several 
respondents said they like open work 
environments and shared workspace, where 
they can be with other volunteers, staff, and 
clients. 
 
Discussion 
 While implications from this study 
should be drawn with caution, given method 
limitations and the small sample size, 
several key points are worth noting for 
future volunteer management research. 
Findings from this study emphasize 
consideration of unique volunteer recruit-
ment and retention practices for older adults. 
Given their social networks, life experience, 
expertise, and interests, older adults’ access 
to volunteer roles, their feelings about the 
instrumental value of volunteering, and role 
performance may be different than young 
adults’ (Morrow-Howell & Tang, 2004). 
 Older adults may be more likely to 
access volunteer roles through informal 
means. This may require that organizations 
put their formal efforts into facilitation of 
informal outreach methods, like training and 
encouraging current clients, family mem-
bers, and volunteers to recruit others. 
Recruitment may benefit from inclusion of 
messages that older adults consider to be 
motivating. Information about the role may 
need to emphasize the mission of the 
organization and how the volunteers’ efforts 
will support it. When older adults enter the 
“volunteering marketplace” seeking role 
replacement, it may also be important to 

emphasize respect of their experience and 
their inclusion in agency processes. 
 These findings suggest that accommo-
dation and flexibility facilitate sustained 
volunteerism by older adult volunteers. 
Volunteer administrators may need to 
evaluate volunteer functioning at the 
beginning of and throughout their task 
assignment. Task assignment may need to 
change, depending on the volunteer’s 
functional level, or additional supports may 
be needed, e.g., transportation. Obviously, 
these supports beg consideration of costs, 
but so does loss of a skilled, trained volun-
teer. Older adults in this study also discussed 
“facilitators,” such as social opportunities 
and verbal appreciation for contributions, as 
motivators. These are low-cost strategies 
that may have high payoffs. 
 In conclusion, utilizing older adults as 
volunteers may require a unique approach. 
Further research should study effective 
recruitment and retention strategies for older 
volunteers, so that volunteer administrators 
can focus their efforts. These findings 
provide fodder for hypothesis development 
and theory building, emphasizing access, 
incentives, and facilitation. 
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Abstract 
A telephone survey of 136 active and 170 former volunteer ombudsmen asked the two open 
ended questions reported here. Both groups were asked to identify “the most discouraging 
aspect of the ombudsman’s job,” and former ombudsmen were also asked why they had left the 
program. Responses fell into four general groups (each with numerous sub-categories): (a) 
Program Factors (supervision, training, policies), (b) Personal Factors (health, family, time), (c) 
Power Factors (volunteer status, legal authority), and (d) System Adversity (troubled facilities, 
resident impairment, poor enforcement and so forth). Although the Personal Factors group 
emerged as the number one ranked reason for quitting, program factors (led by the sub-category 
of poor supervisory support) emerged as the most discouraging aspect of service, and was the 
second ranked reason for quitting. Implications are discussed with recommendations for 
reducing volunteer dissatisfaction and turnover. 
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Lessons Learned from the Long-Term 
Care Ombudsman Program 

Many Long Term Care (LTC) 
Ombudsman Program leaders find it 
difficult to retain sufficient numbers of 
nonpaid advocates to investigate and resolve 
complaints on behalf of America's fast 
growing elder-care population. Although 
more than 8,000 volunteers assume this 
federally mandated resident-defense role, 
these are far too few to adequately monitor 
all of the country’s nursing homes and other 
long-stay settings (Brown, 1999). 

This shortage of volunteers is especially 
tragic given the mounting research lauding 
their vital contribution to the well-being of 
elder-care residents. Ombudsmen volunteers 
are firmly recognized in the literature as 
playing a critical protective role, and, more 
especially, as filling a unique void as vibrant 
defenders of patient rights (Harris-Wehling, 
Feasley, & Estes, 1995). Consequently, their 
effective deployment and solid support is 
seen by program leaders as absolutely 
critical to program success (Estes, Zulman, 
Goldberg, & Ogawa, 2001; Kusserow, 
1991b). Although volunteer retention is a 
top national priority, it remains a vexing 
challenge. 

Surprisingly there is no published 
research directly assessing former volunteer 
ombudsmen’s stated reasons for quitting. 
Nevertheless, a number of role-impeding 
factors have been explored by a few scholars 
and government analysts. Most of these 
factors relate to the ombudsman role itself. 
These include opposition by facility staff 
(Litwin & Monk, 1987; Nelson, 1995), poor 
training and supervision (Harris-Wehling, et 
al., 1995; Litwin & Monk, 1987) and the 
fact that most volunteers serve in socially 
isolated, often dreary and emotionally 
depressing environments (Portland 
Multnomah Commission on Aging 
[PMCOA], 1989; Schiman & Lordeman, 

1989). In 1989, local ombudsman volunteer 
administrators assessed the leading reasons  
for volunteer attrition and cited poor health 
as the top determinant, followed by role 
stress and strain, trailed by conflicting time 
commitments (Schiman & Lordeman, 1989). 

In this paper, we examine what former 
volunteers themselves actually maintain as 
their reasons for discouragement and resig-
nation. We begin with a brief overview, 
followed by study results, discussion and 
implications. 

 
Study Overview 
Context 

The Oregon program began recruiting 
volunteers in 1981 and has maintained an 
average of just under 200 in service over the 
years with an annual average turnover rate 
of about 22%. Given the difficulty of the 
ombudsman job, this rate does not, on the 
face of it, seem unduly onerous, but since 
other state volunteer ombudsman attrition 
rates are unknown, comparisons are not 
possible. Regardless, the Oregon program 
has been recognized for its effective 
"recruiting, training and retraining volun-
teers" (Kusserow, 199la, p. 6). This is 
despite the fact that its tiny paid staff of 
eight represents one of the worst ratios of 
paid ombudsman program staff to volunteers 
in the nation (Harris-Wehling, et al., 1995), 
a situation that persists to this day. 

To become certified, Oregon volunteers 
must complete 48 hours of initial training 
and, pass a certification exam before they 
are assigned to a facility where they are 
expected to spend an average of 4 hours a 
week in service. They must complete an 
average of 8 hours' continuing education a 
year and are encouraged to attend monthly 
support group meetings facilitated by a paid 
regional supervisor who is also available via 
toll free telephone during working hours. 
Beyond this, however, these supervisors, 
who work out of the office in the state 
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capitol, are rarely available in person to their 
volunteers. 
 
Methods 

As part of a larger study, four volunteers 
recruited from the program’s recruitment 
committees (which are also staffed by 
volunteers) were trained in phone survey 
techniques. Over three months, they 
randomly contacted 136 active and 170 
former certified ombudsman to ask the 
open- ended questions reported here. Of 
those contacted, 96 (71%) active volunteers 
and 147 (85%) former volunteers responded. 
Both groups were asked to identify "the 
most discouraging aspect of the 
ombudsman’s job." Former ombudsmen 
were also asked why they had left the 
program. 

Two investigators independently 
reviewed each of the 147 response 
narratives, then categorized and ranked them 
in order of prevalence. The two ranked 
response lists were then jointly compared 
and adjusted for discrepancies in 
interpretation. 

 
Study Results 

The demographic profile of the 147 
respondents is similar to that reported for 
volunteer  ombudsmen nationally. Oregon 
volunteers were typically older (mid to late 
60s in age) and overwhelmingly retired. 
Women outnumbered men by 2 to 1. Former 
volunteers had served an average of 26 
months, compared to the average of 36 
months collectively logged by those who 
remained in service. 
 
Question 1: What factors were the most 
discouraging to your fulfillment of the 
ombudsman job? 

Of 348 responses, 25 reasonably distinct 
factors emerged falling into five general 
groups (Table 1). The largest general group 
of 120 responses comprised Program factors' 

representing 34% of all discouraging factors. 
These perceived hindrances relate to internal 
problems the volunteer has with the 
ombudsman organization itself, such as 
training, supervision, program policies and 
so forth. Of the ten Program Factor sub-
categories the most important was "poor 
program support” (34 responses), followed 
by “conflict with the central office" (staff) 
(23 responses), and "inadequate training” 
(17 responses). None of the seven other 
Program Factors accounted for more than 12 
responses, representing no more than 5% 
each of the total responses for "the most 
discouraging aspects of the ombudsan’s 
job." It is important to note that although 
"Program Factors" emerged, albeit 
marginally, as the leading general group of 
most discouraging factors, the leading Pro- 
gram Factor sub-category, “poor program   
support” ranked only second in the list of 25 
subcategories.  

System Adversity was the second ranked 
overall group. It comprised 114 individual 
responses in five subcategories, representing 
33% of all discouraging factors (Table 1). 
This group reflected the volunteers' vexation 
with various troubles of the long-term care 
system. The leading subcategory for this 
group, "lack of regulatory enforcement” (49 
responses, or 14%), was the top-ranked 
subcategory overall. It was distantly trailed 
by “poor work by facility staff” (22 
responses, 60%). The three remaining 
System Adversity factors represented no 
more than 5% of all discouraging factors. 

The third major group, Power Factors, 
reflects the ombudsmen’s perceived lack of 
clout or authority to influence change. This 
section accounted for 63 responses, 
representing 18% of all discouraging factors. 
"Difficulty effecting change" led this group 
with 23 responses (but still only 7% of all 
discouraging factor responses). No other 
subcategory in this group represented more 
than 4% of all discouraging factors. 
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Only one of the five subcategories of the 
fourth (Personal Factors) and fifth (Other 
Factors) ranked groups accounted for more 
than 3% of all discouraging factors This was 
the Personal Factor of  “not enough time to 
do the job," with 25 responses accounting 
for 7% of all discouraging factors. 
 
Table 1 
Most Discouraging Aspects of the  
Ombudsman’s Job 

 
RESPONSE n % 
1. Program Factors, n = 120, 34% 
 1.1 Poor program support 34 10 
 1.2 Conflict with the central office 23 7 
 1.3 Inadequate training 17 5 
 1.4 Agency policies 12 3 
 1.5 Required to do monthly report   3 
 1.6 Problems with local volunteer 

leaders 
 
9 

 
3 

 1.7 Not enough local contact with 
volunteers 

 
5 

 
1 

 1.8 Problems with other volunteers 5 1 
 1.9 Job too big 3 1 
 1.10 Not enough ombudsmen 2 1 
2. System Adversity Factors, n = 144, 33% 
 2.1 Lack of regulatory enforcement 49 14 
 2.2 Poor work by facility staff 22 6 
 2.3 Difficulty communicating with 

residents 
 
18 

 
5 

 2.4 Ongoing issues with facilities 14 4 
 2.5 Issues overwhelming 11 3 
3. Power Factors, n = 63, 18% 
 3.1 Difficulty in effecting change 23 7 
 3.2 Role too adversarial 13 4 
 3.3 Conflict with facility staff 11 3 
 3.4 Personally ineffective in the role 10 3 
 3.5 Lack of authority 6 2 
4. Personal Factors, n = 35, 10% 
 4.1 Not enough time to do the job 25 7 
 4.2 Health 6 2 
 4.3 Transportation difficulties 4 1 
5. Other Factors, n = 16, 5% 
 5.1 Volunteer identified with the facility 9 3 
 5.2 No problems at facility 7 2 
TOTALS 348 100 

 

Question 2. What was your reason for 
leaving the program? 

There were 166 responses to this 
question comprising 25 different categories 
(Table 2). Personal Factors clearly led the 
way, with 104 responses representing (63%) 
of the stated reasons for quitting. Of these, 
the foremost stated personal reason for 
quitting was health (24 responses), followed 
by family (15 responses), then, obtaining a 
paid job (11 responses, 7%). Eight other 
issues followed, ranging from time conflicts 
(10 responses) to no pay (2 responses). 

The second ranked reason for quitting 
involved Program Factors, comprising only 
45 responses (27% of the reasons, for quit- 
ting), dispersed among nine subcategories. 
Of these, only "conflict with the central 
office staff" (13 responses, 8%) and "lack of 
support (12 responses, 7%) appeared to be 
important. 

 
Discussion & Implications for Volunteer 
Retention 

Our telephone survey indicates that 
taking time to ask former volunteers about 
their experiences can be very insightful. 
Using a well-trained team of current 
volunteers to make the calls appears to be a 
reasonable strategy. Former volunteers were 
typically eager to discuss their experiences, 
whether good or bad, and candor developed 
because of the shared trust of being a fellow 
volunteer. It was often difficult to close an 
interview due to respondents' eagerness to 
discuss their experiences and in some cases, 
to critique the program. Using volunteers to 
follow up, with others who have terminated 
provides a follow-up mechanism that could 
lead to a better understanding of how to 
strengthen the program. This supports the 
value of conducting routine, volunteer-
administered exit interviews as a sort of post 
hoc, needs analysis, something the Oregon 
Program did not do. 
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Table 2 
Volunteers’ Reasons for Leaving the 
Ombudsman Program 

 
Several of the categories that emerged as 

important in this study have implications for 
other programs. Indeed, Program Factors, 
which emerged as the most important 
discouraging factor and second leading 
reason for leaving volunteer service, 
presents an obvious beginning framework 
for assessing not only volunteer termination 
but how to retain current volunteers. Several 

factors in this group suggest areas for 
review: (a) poor program support, (b) 
conflict with central office, and (c) agency 
policies appear to be perceived as important 
hindrances by a sizeable minority of active 
and former Oregon volunteer ombudsmen. It 
also seems that these three problems are 
interconnected. 

Perceptions of poor program support are 
not surprising given the extreme isolation of 
Oregon's volunteer ombudsmen, who have 
very little contact with their paid super-
visors, possibly seeing them for only a few 
hours every other month, if that. Many 
volunteers are also isolated from their peers. 
Research warns that this isolation may force 
volunteers to rely too heavily on frail 
residents for socio- emotional support 
(PMCOA, 1989). It may also cause them to 
turn to facility staff for help and companion-
ship. This may cause them to assimilate 
provider (caregiving) values as opposed to 
their programs lawful reformist and rights-
based principles (Nelson, 2000). This 
misalignment of values may spur much of 
volunteer-staff conflict as is suggested in 
some volunteer's concerns that paid staff 
were "too hard on the facility,” "unfair," 
"too adversarial," and so forth. 

One attempt by the program to protect 
volunteer ombudsmen from this co-optation 
was to rotate them out of their assigned 
facilities after two years of service. This 
angered a number of volunteers who had 
admitted to building close relationships with 
facility staff. Several quit. Other volunteers 
resigned after being assigned a "silent-
partner" that was intended to protect them 
from frivolous or false accusations that were 
being directed their way. 

Role conflict may also explain some of 
the tension between volunteers and staff 
Role conflict occurs when volunteers 
perceive their role differently from others, 
including their supervisors. The ombudsman 
job entails many different facets, including 
those of advocate, mediator, resource 

RESPONSE n % 
1. Personal Factors, n = 104, 63% 
 1.1 Health 24 14 
 1.2 Family 15 9 
 1.3 Paid job 11 7 
 1.4 Time 10 6 
 1.5 Burnout 9 5 
 1.6 Other interests 8 5 
 1.7 Personal 8 5 
 1.8 Developed conflict of interest 7 4 
 1.9 Served long enough 5 3 
 1.10 Wrong role for me 5 3 
 1.11 No pay 2 1 
2. Program Factors, n = 45, 27% 
 2.1 Conflict with central office staff 13 8 
 2.2 Lack of support 12 7 
 2.3 Local program tensions 5 4 
 2.4 Too much enforcement in role 4 2 
 2.5 Fired 3 2 
 2.6 Paperwork 3 2 
 2.7 Felt program staff  

dissatisfied with work 
 
2 

 
1 

 2.8 Not trained 2 1 
 2.9 Organization ineffective 1 .5 
3. Power Factors, n = 10, 6% 
 3.1 Feeling ineffective 9 5 
 3.2 Role too adversarial 1 .5 
4. System Adversity Factors, n = 7, 4% 
 4.1 Too stressful/depressing 3 2 
 4.2 Trouble with other 

government agency 
2 1 

 4.3 Provider hostility 2 1 
TOTALS 166 100 
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broker, lay-therapist, educator and friendly 
visitor, among others. The extensive 
literature on role conflict predicts that role-
conflicted volunteers will be easily 
frustrated by supervisors who try to enforce 
policies that seem inconsistent with the 
volunteer's erroneous job perceptions. Such 
misunderstanding may be very difficult to 
eliminate in programs where volunteers are 
detached from the socializing influences of 
their leaders and coworkers (Harris-
Wehling, et al., 1995; Nelson, 1995). 
It is axiomatic, then, that ombudsman 
leaders must creatively increase volunteer 
sup- port in order to ameliorate program 
tensions. Specific recommendations that 
might improve volunteer comfort with 
agency policies and procedures include the 
following. 

Program leaders must constantly 
promote the agency’s core resident defense 
values in all formal and informal 
communications to volunteers: initial and 
continuing education programs, bimonthly 
newsletters, monthly support meetings, 
telephone advice calls, awards ceremonies 
and so forth. 
Program recruiters and screamers must 
promote realistic role expectations by 
neither overselling the ombudsman job nor 
hiding its 'drudge' aspects. To do this will 
only breed frustration that may be 
problematic later. 

Leaders must communicate the job's 
complex and exacting role dimensions 
through detailed position descriptions, the 
interview process, initial and ongoing 
training and other formal and informal 
contacts. The goal is to select the right 
person. 

Leaders can reduce volunteer resistance 
to the somewhat displeasing task of 
complaint reporting ("too much paper 
work”) by illustrating how such information 
can be used to identify problem trends and 

troubled faculties, so they can be targeted 
for intervention. 

Leaders should prepare performance 
contracts that specifically address not only 
key job responsibilities but also the means 
by which the program will (realistically) 
support ombudsmen through training and 
other activities. 

Although classic formal job evaluations 
may be difficult to effectively administer 
given the agency's tiny centralized paid staff 
(and tight budget), volunteers should be 
asked to self evaluate their performance at 
least annually. The goal is to encourage the 
volunteers' reflective assessment of their 
accomplishments in key job dimensions, 
including complaint handling and reporting, 
resident visits, hours in facility and so forth. 

The program should identify and train 
veteran volunteer mentors to accompany 
new volunteers as they begin their facility 
visits. These mentors will model appropriate 
behaviors that will help neophytes develop 
appropriate role behaviors and capabilities. 

To reduce volunteer isolation, program 
leaders should provide formal and informal 
opportunities for ombudsmen to train 
together and socialize. They should also 
stress the importance of maintaining a 
professional "distance" from facility staff 
(who they are supposed to monitor). 

Management should increase long-
distance proactive management communi-
cation techniques via the telephone and 
e-mail to reduce volunteer isolation.  
Management should form a volunteer 
advisory board that will explore and recom- 
mend ways to increase supportive and mean- 
ingful feedback to volunteers. 
Ombudsman leaders should employ trained 
volunteers to conduct exit interviews 
in order to identify role conflict issues, 
sources of discontent, training needs and so 
forth. 

Management should invite veteran 
volunteers to participate in agency staff 
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meetings - especially those volunteers 
identified for the mentoring role. Although 
the number who may participate may be 
small (owing to travel time and expense) the 
volunteers' input will be valuable as will be 
their increased sense of job ownership and 
organizational loyalty. These enhanced pro-
agency feelings will find their way back to 
the field where they will help motivate and 
influence others.           

Above all, leaders must make volunteers 
acutely aware of how complying with pro- 
gram policies and protocols will directly 
lead to positive differences in the lives of 
residents. 

Program leaders will have a more 
difficult time softening the effects of System 
Adversity. The literature is not optimistic 
about any major improvements in America's 
long-term care system in the near future. 
The best that an advocacy program may be 
able to do is to adequately prepare its volun-
teers to deal with the system's exceedingly 
frail clientele; it poorly trained and motiva-
ted front line staff; its insistent efficiency 
demands, endless routines and complexities; 
and its frequently disheartening austerity. 
Here again, program leaders must prepare 
potential ombudsmen even before they join 
the program by creating realistic expecta-
tions about the nature and went of the 
problems that will be encountered. 
 
Conclusion 

As long as a program relies heavily on 
older volunteers, health may lead the list of 
termination reasons. Programs with more 
resources may seek to develop ancillary 
roles, as Oregon has done in its large cadre 
of non-paid volunteer recruiters and, more 
recently, friendly visitors. Otherwise, all 
resources must be dedicated to the support 
and empowerment of those who are willing 
to engage in interpersonal conflict to benefit 
those who can no longer advocate for 
themselves. In the final analysis, only Per-

sonal Factors are beyond the control of 
administrators. Program Factors, a crucial 
major group of responses, are within 
administrators' control and it appears to be 
these factors that are particularly important 
to volunteers. The majority of circumstances 
that keep or drive a-way volunteers stem 
from situations that could be made more 
volunteer-friendly: therein lies the 
challenge. 
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Abstract 
The authors analyzed existing data investigating volunteerism and service among Ohio youth. 
Principle components analysis resulted in four factors explaining respondents’ reasons for 
providing volunteerism/service for both grade levels: Grades 5-8: 1) Adult and Peer Pressure; 
2) Adult Encouragement; 3) Altruistic Reasons; and 4) Spiritual Reasons; Grades  
9-12: 1) Personal and Altruistic Importance; 2) Education and Career Advancement; 3)  
Parent, Teacher, and/or Mentor Encouragement; and 4) Social and Peer Influences. Data 
analysis resulted in three factors explaining barriers to volunteerism/service, again for both 
grade levels: Grades 5-8: 1) Low Personal Interest; 2) Personal Challenges; and 3) Weak 
Connectedness to Volunteerism; Grades 9-12: 1) Low Personal Interest; 2) Weak Connectedness 
to Volunteerism; and 3) Time Constraints. Volunteer administrators from Ohio and states with 
similar school demographics should consider these reasons and barriers when designing or 
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Introduction 
Volunteerism and community service are 

both contemporary and historical social 
phenomena in American society. Since 
colonial times, Americans have gone beyond 
normal expectations and familial responsi-
bilities to help their fellow citizens (Ellis & 
Noyes, 1990.) Traditionally, the American 
family has had the major responsibility for 
instilling in young people the concepts of 
volunteerism and community service. 
However, beginning in the early twentieth  
century and especially during the past two 
decades, this responsibility has increasingly 
fallen upon other societal institutions as 
well. According to Maughs-Pugh (1996), 
“The relationship of attachment between 
local communities and the schools serving 
their youth is pedagogically critical” (p. 48) 
Volunteerism and community service are 
both critical strategies through which 
our nation’s youths become integrally 
attached to their surrounding communities. 
In a national survey conducted by the 
Independent Sector (1992a), 61% of 12-17 
year olds, and 58% pf 14 – 17 year olds, 
volunteered in the past 12 months. Almost a 
decade later, The Independent Sector 
(2002a) found that volunteering by U.S. 
high school students in 2001 reached its 
highest level in the past 50 years. 

Nurturing a spirit and belief in 
volunteerism and community service in 
youth is  a major goal of many educational 
and non-profit institutions and organiza-
tions. Yet, Safrit (2002) noted that: 

. . . as adults, it is often challenging 
for us to even approach teens; we have 
developed a societal stereotype that teens 
are, by definition, rebellious and 
nonconforming and have little sincere 
interest in anything but themselves and their 
immediate needs. . . . we often 
subconsciously expect teens to fail in 
following-through on their responsi-bilities 
and commitments, again assuming that they 

will redirect their energies and attentions to 
anything that is more immediate and more 
exciting for them personally. And . . . we 
subcon-sciously resist delegating to them 
true power and authority to perform, instead 
constantly shadowing their efforts and 
suggesting alternative methods and options 
based upon the clichéd, “our experience as 
adults.” (pp. 21-22)  

 
In spite of these observations and 

assertions, little empirical data exist 
describing youth service and volunteerism. 
Rigorous analytical research conducted with 
large sub-segments of America’s youth 
population would serve to greatly enhance 
volunteer administrators’ and managers’ 
understanding of the reasons and motivi-
tions that youth decide to participate in 
volunteerism and community service, as 
well as the barriers youth themselves 
perceive hinder or impede their partici-
pation. 
 
Purpose and Methodology 

The purpose of this research was to 
describe and compare reasons for and 
barriers to participating in volunteerism and 
service by Ohio youth in grades 5-12. The 
researchers used historical data collected 
originally in 1996 (Safrit, King, & Burcsu, 
1998). The population for the original study 
was approximately 1.8 million 4th - 12th 
graders in Ohio public schools in 1995 (as 
reported by the Ohio Department of 
Education).  Based on an average of 25 
students per classroom, the researchers 
estimated there were approximately 50,000 
4th - 12th grade classrooms in Ohio’s public 
schools.   Since names of individual students 
were not avail-able, the researchers used 
cluster sampling (with school classrooms as 
the sample unit) to draw a random sample of 
classrooms for each grade level (Kish, 
1967).  The accessible population was all 4th 
- 12th classrooms as of 1996 which were on 
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a computerized list provided by the O.D.E. 
The list was organized by grade level, with 
all individual classes for a specific grade 
level listed alphabetically by teacher’s last 
name. Based upon Krejcie and Morgan’s  
formula (1970) which utilizes a 5% risk of 
an extreme sample, the researchers selected 
the appropriate sample size of classrooms 
for each grade level and randomly selected 
classrooms from the computerized list. 

In 1995, Safrit et al. used two 16 item 
questionnaires to collect data from grades 4 
– 8 and 9-12.   Both questionnaires 
employed vocabulary and response cate-
gories appropriate (i.e., “yes” or “no”) for 
the respective grade level.  Experts in the 
field of youth service and volunteerism 
served as a panel of experts to establish the 
validity of the questionnaires.  Based upon 
the panel’s suggestions, the researchers 
made minor wording changes to the 
questionnaires.  Overall questionnaire 
development followed recommendations by 
Rea and Parker (1997). 

Both questionnaires were organized into 
five sections corresponding to the study 
objectives. Section 1 investigated overall 
levels and types of volunteerism and service 
by respondents. Section 2 investigated 
service as a part of respondents’ school 
work, and Section 3 investigated service as a 
part of out-of-school clubs and organiza-
tions, as well as service performed 
individually by respondents. Section 4 
investigated motivations for and barriers to 
volunteerism and service by respondents, 
while section 5 investigated respondents’ 
personal demographics. This article focuses 
upon post-collection analysis of the data 
investigating youth motivations for and 
barriers to volunteerism collected in 
Sections 4 of the two questionnaires. 

Safrit et al. (1995) conducted a pilot 
study to establish the questionnaires’ content 
validity.  Five classrooms (not a part of the 
study sample) participated in the pilot tests. 

As a result of these pilot tests, the 
researchers made minor changes to both 
questionnaires.  

Safrit et al. (1998) also conducted a field 
study using the test-retest method to 
establish the reliability of the questionnaires.  
Eight 4th - 8th grade students and ten 9th - 
12th grader students (who were not in the 
classrooms that were part of the study 
sample) participated in the field study.  The 
researchers administered the questionnaire 
to each student on two separate occasions, 
allowing  approximately three weeks 
between administrations.  All items in both 
questionnaires demonstrated minimum 
reliabilities of 60%. 

Principals of each school with 
participating classrooms received letters 
asking permission to conduct the study.  
Selected classroom teachers received a 
separate packet that included a study 
information sheet, a parental permission 
form, an instruction sheet for administering 
the questionnaires and 35 copies of the 
appropriate questionnaire. Classrooms had 
approximately 25 students; however, actual 
class sizes ranged from 18 - 30. Researchers 
sent 35 questionnaires to ensure enough for 
each student in the classroom. Teachers sent 
parental permission slips home with students 
prior to administering questionnaires.  
Teachers administered questionnaires to 
students whose parents returned signed per-
mission forms and returned completed 
questionnaires to the researchers. The initial 
deadline for returned questionnaires was 
November 30, 1996.  The researchers sent 
reminder post cards to teachers who had not 
returned questionnaires by December 2, 
1996.  Teachers received phone calls in 
early January, 1997 if there was still no 
response.   

The overall response rate was 58%. 
Response rates for individual grades ranged 
from 31% (4th grade) to 73% (5th grade). 
Due to the low response rate for 4th grade, 
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the researchers did not conduct subsequent 
analysis of data from 4th grade students. No 
attempt was made to follow up with non-
responding classrooms. 

The 477 responding classrooms resulted 
in 11, 324 usable questionnaires. Sample 
statistics including frequencies and corre-
lations were calculated using SPSS version 
12.0. Factor analysis using the principal 
components model was used to identify 
major components underlying the barriers to 
participating in volunteerism/service for 
both grade groups (5th – 8th grade and 9th – 
12th grade).  Based upon the two correlation 
matrixes (several correlations above |.30|), 
Bartlett’s Test of Sphericity (p<.001), and 
the Kaiser-Meyer-Olkin Measure of 
Sampling Adequacy (.67 for the 5th – 8th 
grade group, and  .75 for the 9th – 12th grade 
group), the data appeared appropriate for 
factor analysis. The analysis provided a 

parsimonious number of components (3 for 
each grade group) that could be used to 
represent the relationships among the sets of 
interrelated variables. 

Two criteria were used to determine the 
number of components to be extracted. First, 
only components with eigenvalues greater 
than 1.0 were considered in the analysis.    
Second, a scree plot of the component 
eigenvalues was used to identify breaks or 
discontinuity in determining the number of 
components. The components were rotated 
using a Varimax rotation method with 
Kaiser Normalization to aid in the 
interpretation of the components. Stevens 
(1992) suggests using loadings of .40 
absolute when determining which items are 
of practical importance in loading on a 
component.  
 

Table 1 
Rotated Component Matrix of Barriers to Volunteering for Grades 5 – 8 

 Component Loadings  
Item 1 2 3 Communality 
It wouldn’t be fun .74   .28 
I don’t care .72   .40 
I want to spend time doing things I like .53   .42 
I helped once, but didn’t like it .50   .25 
None of my friends help others .45   .45 
I just moved here  .66  .37 
My parents won’t let me help  .62  .26 
I don’t know how to help  .56  .32 
Transportation is a problem   .67 .55 
I don’t have enough time to help   .63 .53 
No one asked me to help   .45 .50 
Eigenvalues 1.90 1.24 1.21  
% of Variance 17.3 11.2 11.0  

 
Findings 
The researchers identified three factors 
describing barriers to volunteering for both 
grade levels (Tables 1 and 2).  Barriers 
identified for grades 5 – 8 include: 
Component 1) Low personal interest; 
Component 2) Weak connectedness to 
volunteerism; and Component 3) Personal 
challenges.  The barriers identified for 

grades 9 – 12 are vary similar to those found 
for grades 5 – 8 and include: Component 1) 
Low personal interest; Component 2) Weak 
connectedness to volunteering; and 
Component 3) Time constraints. Together 
the three grade 5 – 8 components accounted 
for 40% of the total variance, and the three 
grade 9 – 12 components accounted for 34% 
of the variance. 
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Table 2 
Rotated Component Matrix of Barriers to Volunteering for Grades 9 – 12 
 Component Loadings  
Item 1 2 3 Communality 
It wouldn’t be fun .77   .59 
I’m simply not interested .76   .58 
I don’t care .69   .48 
I want to spend leisure time doing things I like .62   .41 
None of my friends are involved .50   .32 
I don’t know how to get involved  .57  .33 
My parents won’t let me help  .52  .28 
Transportation is a problem  .46  .29 
No one asked me to get involved  .46  .25 
I don’t feel one person can make a difference  .43  .22 
I just moved here  .40  .17 
I don’t have time because of homework   .79 .62 
I don’t have time due to extracurricular activities   .64 .41 
No time because of work expected at home   .53 .38 
Don’t have time because of job   .47 .25 
Eigenvalues 2.45 1.73 1.65  
% of Variance 14.4 10.2 9.7  

Table 3
Rotated Component Matrix of Reasons for Volunteering for Grades 5-8
 Component Loadings  
Item 1 2 3 4 Communality      
A lot of free time .59    .37 
To make friends .58    .43 
My friends help others .54    .39 
It gives me something to do .50    .29 
To fit into a group .49    .34 
To make a good grade .44    .34 
Parents encouraged me  .66   .49 
Important to my parents  .60   .40 
Teachers encouraged me   .56   ..46 
Someone asked me to help  .40   .20 
Wanted to help others   .67  .45 
Helping others makes me feel good   .64  .43 
It was fun   .48  .37 
To learn new things   .48  .44 
My  parents made me  .44 -.47  .46 
Place of worship made me    .72 .57 
Place of worship encouraged me    .65 .55 
Eigenvalues 2.1 1.9 1.8 1.2  
Percent of Variance 12.3 11.1 10.7 7.0 41.0 
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The researchers identified four factors 
describing reasons for volunteering for both 
grade levels (Tables 3 and 4).  Reasons 
identified for grades 5 – 8 include: 
Component 1) adult and peer pressure; 
Component 2) adult encouragement; 
Component 3) altruistic reasons; and, 
Component 4) spiritual reasons. Reasons 
identified for grades 9 – 12 are very similar 
to those found for grades 5 – 8 and include: 

Component 1) personal and altruistic 
importance; Component 2) educational and 
career advancement; Component 3) parent, 
teacher, and/or mentor encouragement; 
Component 4) social and peer influences. 
Together the four grade 5 – 8 components 
accounted for 41% of the total variance, and 
the four grade 9 – 12 components accounted 
for 31.1% of the variance.

 
Table 4 
Rotated Component Matrix of Reasons for Volunteering for Grades 9 - 12 
 Component Loadings  
Item 1 2 3 4 Communality 
Important to me .64    .44 
It helps me gain new perspective on things .59    .42 
I feel compassion toward those in need .57    .34 
Makes me feel good about myself .54    ..32 
I wanted to give something back .54    .32 
Important to the people I respect .53    .35 
It was fun and I enjoy the work .48    .34 
It gives me something worthwhile to do .44    .30 
It looks good on my resume  .69   .56 
It looks good on a college application  .65   .50 
To make contacts and help my career  .60   .42 
It helps me to explore career options  .57   .50 
A requirement to graduate  .40   .26 
Important to my parents   .59  .36 
My parents encouraged me   .51  .25 
Someone asked me to help   .42  .21 
My teachers encouraged me   .41  .25 
I have a lot of free time    .53 .29 
My friends help others    .50 .30 
To fit into a group    .47 .27 
It helps me to deal with my own problems    .45 .28 
Eigenvalues 3.5 2.5 2.1 1.9  
Percent of Variance 10.9 7.7 6.6 5.9 31.1 

 
Conclusions and Implications 

The reader is cautioned about 
generalizations of the findings beyond Ohio 
due to the study’s exploratory nature. The 

factors identified for each grade range 
largely support and reinforce existing 
literature regarding holistic youth reasons 
for and barriers to participating in  
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volunteerism and service. However, the 
study findings provide more focused 
insights into both shared and unique reasons 
for and barriers to volunteerism/service 
between the early teen years represented by 
grades 5-8, and the senior teen years in 
grades 9-12. 

The reasons for volunteerism identified 
at both grade levels of “adult and peer 
pressure”, “adult encouragement”, and 
“parent, teacher, and/or mentor 
encouragement” emphasize the critical role 
that adult role models play in encouraging 
young people to volunteer. The authors 
believe that these factors cannot be 
overstated; youth learn best not from what 
adults say, but what adults actually do. Thus, 
whether a parent or guardian at home, a 
classroom teacher, a community youth 
program professional, or a neighbor or other 
adult acquaintance, adult role models serve 
as important positive catalysts and examples 
of citizens engaged in their communities 
through volunteer service for both pre-teen 
and teenage youth. The authors would 
suggest that to maximize upon this research 
finding, the most effective infrastructure for 
youth volunteerism and community service 
may be through youth-adult partnerships, 
i.e., youth and adults working together as 
equal peers to address through volunteerism 
challenges facing their communities. Such 
partnerships are supported by both best 
practices and the literature (Brendtro & 
Bacon, 1995; Long, Kressley, & Poulsen, 
n.d.; Safrit, 2002; Youth Service America, 
1994; Zeldin, McDaniel, Topitzes, & 
Calvert, n.d.) and not only build a 
commitment to service among youth, but 
also strengthens in them important 
leadership skills and aspirations.  

The study factors identified at both grade 
levels of “altruistic reasons” and “personal 
and altruistic importance” again are preva-
lent in adult volunteerism literature (Shure, 
1991; Independent Sector, 1996b) but less 

frequently cited for youth volunteerism. The 
Independent Sector (1996) identified 
“compassion toward people in need” as one 
of the most reasons teens cited for volun-
teering, while Spoto (1999) cited “to learn to 
be helpful and kind” as one of five highest 
factors in influencing 4-H youth to volun-
teer. Personal philosophies that we profess 
as adults have their origins anchored in the 
personal values, belief systems, and 
experiences to which we are exposed as 
youth growing up in homes, neighborhoods, 
and communities. Consequently, adults who 
serve as role models in encouraging youth to 
volunteer not only demonstrate a commit-
ment to a positive social behavior, but also 
transfer less tangible beliefs and values to 
youth relating to each individual’s role in 
supporting and aiding those less fortunate, 
and those in need. Service learning (the 
pedagogical approach that links classroom 
subject matter, volunteer service, and 
student reflection upon that service) has 
been designed from its inception to instill in 
youth larger shared cultural values of civic 
and social responsibility while reinforcing a 
personal commitment to volunteerism and 
community service. It is noteworthy that 
altruistic-focused reasons for volunteering 
were identified for both the 5-8 and 9-12 
grade levels. After approximately two 
decades of encouraging holistic youth 
development wherein the individual student 
in the formal school classroom is connected 
to both that student in his/her home setting, 
as well as that student’s involvement in 
other community based youth programs, 
American society is hopefully beginning to 
see the results of an altruistic emphasis 
shared among all three contexts that 
refocuses today’s youth upon historical 
tenets upon which our nation was founded. 
These tenets include our individual 
responsibilities toward promoting the well 
being of our fellow citizens, our communi-
ties, and our nation through community 
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service and volunteerism (Ellis & Noyes, 
1990). 

The factors identified for grades 9-12 of 
“educational and career advancement” and 
“social and peer influences” are not sur-
prising considering the life stage at which 
teenagers find themselves. Teens are very 
concerned with preparing for their future 
jobs and careers through appropriate  
education and training. Smith and 
Havercamp (1991) found that volunteerism 
by high-risk teenagers positively influenced 
their school grades, and Sauer (1991) 
concluded that volunteerism by students at 
risk helped the students “[turn] around a 
record of excessive absences and below 
grade level academic achievement” (p. 37). 
Spoto (1999) identified “to improve school 
grades/do better in school” and “to develop 
new career goals” as two important factors 
influencing youth respondents in Louisiana 
to volunteer. Safrit, Scheer and King (2001) 
suggested that “Volunteer opportunities can 
enhance the teen’s career exploration . . . 
and be included as part of building a strong 
college application or job resume” (p. 19). 
With today’s emphasis on workforce 
preparation and a technologically literate 
workforce, volunteerism and community 
service are excellent means through which 
older youth may explore possible jobs and 
career paths through real-life, hands-on 
experience. When combined with classroom 
vocational programs and career related 
coursework, volunteerism is an excellent 
learning strategy that effectively combines 
course content with the actual workplace for 
teens in an emotionally safe environment. 

Additionally, teens are very concerned 
with fitting into the larger group while still 
demonstrating their individuality. Therefore, 
“social and peer influences” may relate to 
not only our society’s increasing emphasis 
on youth volunteerism and community 
service, but an interpersonal aspect as well. 
Safrit, Scheer and King (2001) suggested 

that “Teens are more willing to actively 
engage in mixed gender groups” (p. 19) 
wherein individuals of one gender are 
exposed to, and learn to collaborate with, 
peers of the other gender through structured 
volunteer activities. Such inter-gender peer 
interaction promotes positive peer pressure 
wherein teens role model volunteer service 
to their friends and fellow students. 

The reason for volunteering identified 
for early teens in grades 5-8 of “spiritual 
reasons” is somewhat surprising to the 
authors. The roles of an individual’s 
religious beliefs, as well as organized 
communities of faith to which they belong, 
upon adults as volunteers is well docu-
mented (Independent Sector, 1992b, 1996b, 
2002b). However, the role of spirituality in 
youth volunteerism is less evident in the 
literature. The authors suggest that “spiritual 
reasons” identified by the study findings 
may be related to (1) our society’s 
increasing emphasis upon human spirituality 
(both through organized communities of 
faith and individual spiritual movements), 
and/or (2) the direct influence that parents 
and guardians have upon younger youth (as 
opposed to older teens) in exposing them to 
religious contexts. Hopefully, the ultimate 
outcome of either of these two aspects 
would be a youth (and eventual adult) who 
connects a personal commitment to helping 
others to their individual and shared 
religious beliefs, and visa versa. 

The barriers identified of “low personal 
interest”, “personal challenges”, “weak  
connectedness to volunteerism”, and “time 
constraints” are all documented in the 
literature on barriers to adult volunteerism. 
MacKenzie and Moore (1994) discussed 
barriers to adult volunteerism related to the 
identified factors of time constraints (e.g., 
increasing demands from career and family) 
and poor connectivity to volunteerism (e.g., 
no one asking an individual to help.) Safrit 
and Merrill (2000) discussed management 



THE INTERNATIONAL JOURNAL OF VOLUNTEER ADMINISTRATION 
Volume XXIV, Number 5 

 

July 2007 81  

implications of several trends in volun-
teerism they identified. One trend identified 
the many challenges of our ever-
increasingly busy and hectic lives in 
integrating volunteer commitments with 
personal, familial, and professional 
responsibilities. 

The study findings provide more focused 
insights into both shared and unique barriers 
to volunteerism/service between the early 
teen years represented by grades 5-8, and the 
senior teen years in grades 9-12. While the 
content of the barriers identified for youth 
volunteerism in this study are similar to 
many of those identified for adults, one must 
recognize that the contexts of these barriers 
for youth may differ drastically from those 
for adults.  

“Low personal interest” and “weak 
connectedness to volunteerism” were 
barriers identified for both grade levels. The 
authors would suggest that these barriers 
may reflect youths’ perceptions that some 
volunteer programs are poorly planned or 
implemented, or fail to truly engage youth as 
active, meaningful partners in volunteer 
initiatives. Volunteer program adminis-
trators must avoid at all cost the appearance 
that youth are asked to volunteer for 
busywork simply to occupy their time, or 
that the tasks assigned to youth volunteers 
are not perceived by the youth as distasteful 
activities that adults prefer not to do. A 
“weak connectedness to volunteerism” may 
reflect the observation that youth with 
parents who volunteer tend to be more likely 
to volunteer as well (Independent Sector, 
2002). Thus, youth from households or 
communities with little visible evidence of 
volunteer activities or accomplishments may 
lack a peer or adult role model to encourage 
them to volunteer. While service learning 
may be an effective method through which 
to introduce youth to volunteer service, 
youth would still benefit from a close friend, 
family member, or adult mentor to sustain 

their interest and initiative to volunteer. 
The barrier identified for grades 9-12 of 

“time constraints” may reflect the increasing 
pressures of time commitments on many 
high school students. High schools offer 
many intra- and extra-curricular organiza-
tions and activities that compete for 
students’ time, energies and talents. While 
many high school students elect to join and 
participate in as many organizations and 
activities as possible, others may focus upon 
one organization or activity, and others may 
elect not to participate at all. So as to 
minimize the potential detrimental affects of 
this barrier, volunteer administrators should 
work closely with classroom teachers and 
school administrators to integrate into the 
school environment as many volunteer 
service opportunities as possible. Leaders 
and advisers of school clubs and 
organizations should be encouraged to 
suggest to student members that they 
perform at least one group service activity 
per semester. Entire grade levels could be 
encouraged to adopt a class volunteer 
service project that would benefit the entire 
school and its surrounding community. 
Volunteer organizations should be 
encouraged to work with school guidance 
counselors and administrators to post 
volunteer opportunities available to students 
in a prominent and conspicuous location. At 
the high school level, such volunteer 
opportunities would help students explore 
possible vocations and careers. 

Volunteer administrators from Ohio (as 
well as states with similar school 
demographics) should consider both these 
reasons and barriers when designing or 
restructuring youth volunteerism and service 
programs. While the authors recognize that 
the study findings are based upon data 
collected in 1996, they would argue that 
volunteerism motivations and barriers faced 
by youth have not changed drastically in 
seven years. According to the Independent 
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Sector (2002c), even today, “Several factors 
appear to encourage volunteering as a habit: 
the age when young people start to volun-
teer; the exposure to volunteering oppor-
tunities through religious, educational, or 
other institutions; and the role of positive 
self-images and role models” (n.p.)  

The authors would encourage 
administrators of volunteer programs to 
contact and engage educators, elected and 
informal civic leaders, parents and 
guardians, and young people themselves in 
active dialogue regarding their unique 
perceptions and opinions regarding the 
reasons and barriers discussed here. Only 
then will we as positive adult role models 
truly be able to best support youth in 
sustained volunteer service.  
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