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Abstract

This study examines the functional motivation to volunteerism behavior and hier-
archical leisure to constraint of individuals volunteering in a public service education
nonprofit organization. The study of motivation is grounded by the Public Service Moti-
vation Framework and Volunteer Functional Motivation Framework, and the study of re-
striction of leisure activity is understood through the Hierarchical Model to Leisure Con-
straint Framework. The participants in our study are volunteers who actively provided
service at a local public service education nonprofit organization during the period of our
study. In our study, participants identified that they are functionally motivated by the val-
ues when engaging in volunteer behavior and volunteers are likely to be restricted by
structural constraints to leisure when volunteering in a public service nonprofit organiza-

tion.



Chapter 1: Introduction

Volunteer motivation and Retention in Nonprofit Organizations

According to The United States Bureau of Labor Statistics, more than 60 million
individuals participated in a form of volunteerism and brought an estimated $184 billion
worth of service to their given community in 2015 (Bureau, 2018). Volunteering is a sig-
nificant benefit to the economy, indeed Hodgkinson et al. reported that 15 billion hours of
formal volunteering is estimated to be $182 billion dollars’ worth of services (Houle,
Sagarin, and Kaplin, 2005). Many nonprofit organizations that focus on social and com-
munity programs depend on the contribution and support of volunteers to provide service
to the general public (Burns, Reid, Toncar, Fawcett, & Anderson, 2006). As volunteers
are the main service providers of these organizations, a volunteer mobilization effort is
necessary; however, many of these organizations are experiencing a decline in volunteer
contributions (Bureau, 2018). Moreover, this decrease of volunteer participants creates
higher demands for the remaining volunteers. As there is more competition amongst or-
ganizations that rely on volunteers for sustainability and service delivery with a decreased
pool of volunteer resources, organizations need to identify ways to more effectively re-
cruit and retain volunteers at their organization in order to provide the most necessary
community services (Allison, Okun and Dutridge, 2002). Nonprofit organizations recruit-
ing volunteers can improve recruitment and sustainability practices by studying motiva-
tional influences to volunteerism behavior; by understanding volunteer motivation, com-

munity engagement and volunteer coordinators can align organizational values and the



organization’s mission with the individual motivation to volunteer in a public service or-
ganization (Clary, Snyder, and Ridge, 1992). In this research study, participants will be
recruited from an public service education nonprofit organization that empowers local
community members and organizations to provide students with foundational literacy
skills through course work intervention and one-to-one mentorship to read on grade level.
This research paper will first discuss foundational theories that ground the framework of
individual motivation and what causes a person to want to volunteer. Second, this re-
search paper will provide a review of literature regarding theories of volunteer motiva-
tion, public service motivation, generational cohorts, and volunteer function theory that

will ground this research of volunteer motivation in nonprofit organizations.



Chapter 2: Literature Review
What is a volunteer?

There are many definitions of volunteers due to the notion that there are many dif-
ferent forms of volunteerism depending on the context in which the volunteering takes
place. A general definition proposed by Bussell and Forbes (2001) discusses volunteering
on spectrum ranging from free choice or will to remuneration of stipends in exchange for
volunteer work to obligatory volunteering. Complementarily, the fundamental character-
istic of volunteering is that of a planned, helping behavior that is mutually beneficial to
each the volunteer, the organization in which the volunteering takes place, and the com-
munity members that receive the organization’s services (Penner, 2002; Clerkin, Paynter,
& Taylor, 2009).

Six classification of volunteerism

Within the context of this research, there are six categories of volunteering: indi-
vidual volunteering, involuntary volunteering, corporate volunteering, religious institu-
tion volunteering, private corporation volunteering, and nonprofit organization volunteer-
ing. As discussed earlier, individual volunteers will donate their time, money, or re-
sources as a way to meet the needs of the community and satisfy the organizational needs
(Clerkin, Paynter, and Taylor, 2009). According to Johnson-Coftfey (2016), involuntary
volunteering occurs to individuals who are required to donate their time as mandated
through a government’s planned citizenship program or community service (Bussell and
Forbes, 2002). Corporate volunteering are organization incentives in which an organiza-
tion’s employees are allowed to provide volunteer hours in the community through an or-

ganization as a way to boost that organization’s public relations, address social issues, or



to provide professional development for their employees (Bussell and Forbes, 2002). In
religious institution volunteering, members of a religious denomination can collectively
provide volunteers to work with other volunteer based agencies to address community
needs (Johnson, Cohen,& Okun, 2016). Lastly, there are federally funded governmental
programs such as PeaceCorps, Americrops, and VISTA that recruit and utilize volunteer
efforts to provide volunteer services in at-risk communities in exchange for a living sti-
pend, education scholarships, course credits, and after service rewards (Clary, Snyder,
Ridge, Copeland, Stukas, Arthur, Haugen, & Miene, 1998).

Foundational theories to motivation

First, when discussing volunteer motivation, an understanding of the theoretical
framework regarding motivation is necessary to fully comprehend the key principals used
to explain the phenomena that influence an individual’s motivation to want to volunteer.
Summarized from the definitions of Kleigninna and Kleinginna (1981) and Boz and Palaz
(2007), motivation is an internal state of mind derived from the individual’s unconscious
and conscious desires, needs, and wants to engage in a behavior that will satisfy those in-
ternal motives. Grounded on the Fisher and Cole (1993) study on volunteer motivation,
Fiser and Cole contended that an individual’s motivation consists of three main motiva-
tors: needs, reasons, and benefits (Fisher & Cole, 1993, p. 60).

Needs Motivator. The needs motivator theory derives from the Maslow (1970)
theory on the hierarchy of needs, which suggests that individual motivations are a re-
sponse to an individual’s internal needs to reach their full potential. The basic needs are
structured in a pyramid in ascending order with the lowest level needs stemming from an

individual’s physiological needs such as food, water, air, and shelter to survive. Next on



the hierarchy of needs are an individual’s safety needs; these are characterized by the
need for safety and protection. Following the safety needs, are social needs such as the
desire to feel like a part of a system, a group, or an organization. The esteem needs are in-
fluenced by an individual’s need to feel worthwhile and respected by others. The last
need on Maslow’s Hierarchy of needs is the need for self-actualization, which is an indi-
vidual’s goal to realize one’s full potential. Based on this framework, Fisher and Cole
(1993), conclude that motivation is fueled by the desire to satisfy one’s internal needs and
by volunteering time one can assuage one’s needs.

Reason Motivators. Two primary factors in volunteer motivation are uncon-
scious and conscious reasons and values that would prompt individuals to volunteer their
time. McClelland (1992) suggests three major unconscious needs that motivate individu-
als to behave in volunteering manners: the need for achievement, the need for affiliation,
and the need for power.

Unconscious reason motivators.

Achievement. According to McClelland (1992), achievement is fueled by
the desire to accomplish a task. By accomplishing complex tasks and reaching goals and
objectives placed upon the individual, it is their immediate need to keep up with the
standard set by the organization, the individual, or the volunteer experience (Henderson,
1998,p. 62) as the conditions motivate individuals to seek feedback and engage in chal-
lenging tasks for the satisfaction of achieving their goals. Unconscious reasons for moti-

vation behavior will be determined by the individual’s potential in executing volunteer



activity, the client of the population which will invoke altruistic and self-interest re-
sponses to volunteer, and the values and benefits to volunteer providing the acts of volun-
teering (Boz & Palaz, 2007).

Affiliation. Fisher and Cole (1993) identified affiliation as another motiva-
tor to individual volunteering behavior. Fisher and Cole adapted this theory from Hender-
son’s research of program volunteers. Henderson’s research indicated individuals are mo-
tivated by their relationship with others (Henderson, 1980), which is displayed through
actions such as seeking the company of others, desiring to be liked, being part of group,
and enjoying stable relationships (Henderson, 1980, p. 63).

Power. Fisher and Cole (1993) discovered that volunteers are motivated to
volunteer because of the rewards following the experience via socializing, helping the
community, fulfilling a requirement based on work or internal values, and gaining experi-
ences through volunteer efforts. When discussing power and influence, it is the extent to
which an individual can establish authority or control over others with respect to ideas
and influences verses the desire to seek dominance over others (McClelland 1992, p. 92,
Veroft, 1992).

Conscious Reasons Motivator
Conscious reasons are also classified into three categories: the emphasis on tasks
performed and location of project site, the clients that are affected by the volunteer ser-

vices, and the reasons that are beneficial to the volunteers themselves.



Task and access to services site. Boz and Palaz (2007) found that if the tasks are
too complicated and the volunteer site requires more effort from the volunteers, the vol-
unteers are less likely to volunteer because of personal barriers to the action of volunteer-
ing.

Client focus. Individuals are motivated to volunteer based on the clients that are
receiving the services. The client population served can act as a catalyst to engage volun-
teer interest to serve and help the clients of particular value to the volunteer (Boz and
Palaz, 2007).

Personal benefits. Fisher and Cole (1993) also identified that individuals are more
likely to volunteer when they gain some sort of benefit from the volunteer experience,
whether it is to help other people, satisty the individuals’ achievement through the volun-
teer activity, serve self-interest, gain a new understanding of the community, or gain ad-
ditional skills for career-related experiences.

Benefit Motivators. In terms of benefits, Fisher and Cole (1993) posit that an in-
dividual’s motivation to volunteer highly depends on the expectation of benefits or re-
wards from the act of volunteering. Fisher and Cole (1993) devised this motivational
from the theories of the schram exchange theory that argues human activity and motiva-
tion is based on costs for benefits and the lawless expectancy theory that postulates: indi-
viduals engage in volunteer activity because they expect a system of reward at the end of
the process (Schram, 1985; Lawless, 1997, p. 282). For example, a study conducted by
Bussels and Forbes (2002) found that volunteers benefit from volunteer experiences as

they gained new skills applicable to the work force, obtained employment by discussing



individual involvement in volunteerism and civic engagement, and potential career ad-
vancement by receiving academic credits from the volunteer experience. In summary, it
is the need to excel and look good through achievement, needs, and benefits that motivate
a volunteer to invest their time in an organization.
Theories to volunteer motivation and framework

Public service motivation framework

In this section, two theories of public service motivation and volunteer function
theory are used to better explain the factors that influence an individual’s behavior per
acts of volunteerism. Public service motivation was theorized by Perry and Wise in 1990
which contextualize the motivation to volunteer specifically in public service organiza-
tions. In their study, they theorize that an individual’s motivation to participate in volun-
teering behavior can be influenced by the public institution in which they are employed
(Perry and Wise, 1990; Clerkin, Paynter, & Taylor, 2009). In their study, they found that
individuals with high levels of public service motivation are more likely to volunteer in
other organizations (Penny, Brudney, Coursey, & Littlepage, 2008). This theory is con-
structed from three influencing incentives that make up pubic service motivation: rational
incentives, affective incentives, and normative incentives. The Rational Inventive is char-
acterized by involvement in public service that can help address particular issues occur-
ring in the community; the affective incentive is defined as the emotional attachment the
volunteering individual has for the clients or group that receives the services provided
through volunteer service delivery; and the normative incentive, which depends on the
individual’s sense of duty or desire to give back to the community (Perry and Wise,

1990).



Through the study of public service theory, researchers have found that organiza-
tions themselves have major influence on public service motivation, which indicates that
a historical context of the organization is an important factor that influences an individ-
ual’s likelihood to volunteer (Moynihan and Pandey, 2007). In the 1996 study also con-
ducted by Perry, the researchers found individual demographic characteristics such as
gender, levels of education, and income are great indicators of volunteerism behavior
(Smith 1994), and, with additional research, they found that family socialization, youth
volunteering, and religious activities have a positive influence on an individual’s public
service motivation (Perry, Brudney, Coursey, and Littlepage, 2008). As a way to better
understand volunteer motivation, the public service motivation theory can assist volun-
teer recruitment managers develop better strategies to improve volunteer recruitment and
retention and to form organization performance measures to fit that of the client and non-
profit organization (Paarlberg, Perry, & Hondeghem, 2007; Clerkin, Paynter, & Taylor,
2009).

Volunteer function framework

The next approach to understanding volunteer motivation is through the Volun-
teer’s Function Inventory, constructed by Clary and Snyder in 1991. A functional analy-
sis is utilized to systemically identify personal and social functions that influence an indi-
vidual’s desire to volunteer; as a result of the functional analysis, Clary et al, (1991) iden-
tified 6 functions to volunteer motivation: values, understanding, career, social, protec-

tive, and enhancement.



Individuals that seek opportunities to address humanitarian concerns for others
based on altruistic motives and personal self-interest are motived through the values func-
tion (Clary and Sage, 1991). For example, research has shown people will go out of their
way to help others because they have deep values and concerns for the people that are
helped (Clary and Sage, 1991; Asghar, 2015).

The understanding function is characterized by the desire to gain new experiences
and gain a better understanding of the world through their volunteer experience (Clary et
al.,). Papadakis, Griffin, and Frater (2004), reports many individuals volunteer to help
them gain a better sense of the world and to practices skills they adapt from life experi-
ences that they would not exercise in the daily aspects of their lives.

Other individuals may participate in volunteer activities as a means for self-devel-
opment and career advancement as they learn new and transferable skills from their vol-
unteer experience— these individuals are motivated by the careers function (Clary et al.,
Gidron, 1978; Papadakis, Griffin, & Frater, 2004).

Those volunteering to serve the social function satisfy their needs to interaction,
build relationships, and assist individuals and social groups that are important to them
(Clary et al., Papadakis, Griffin, & Frater, 2004). For example, civil rights activists will
volunteer their time to participate in group advocacy efforts if they believe their volun-
teerism will influence change (Papadakis, Griffin, & Frater, 2004; Rosenhan, 1970).

Individuals who engage in civic actives may serve to satisfy their protection func-
tion as a way to alleviate or cope with intense feelings of guilt, feelings of inferiority, and
general anxieties of the condition and welfare of others people — which serves as protec-

tion for the ego (Rosenhan, 1970; Clary et al., Papadakis, Griffin, & Frater, 2004).

10



Lastly, Clary and Snyder (1992) contended that individuals will participate in ser-
vice activities as a means to enhance self-esteem and improve psychological growth
through the enhancement or self-esteem function. Carlson, Charlin, and Miller (1998) and
Jenner (1982) summarize that individuals will volunteer and help other people as a
method to increase their own self-esteem through helping behaviors.

It is a useful for an organization to gain a better understanding of the factors that
motivate their volunteer pool to volunteer with the organization. An organization’s utili-
zation of the functions can serve as an effective marketing strategy to better recruit and
retain individuals to serve with the program (Benson et al 1980; Clary & Orenstein 1991;
Penner & Finkelstein 1998; Farmer & Fendor 2001; Brussel & Forbes, 2002; Papadakis,
Griffin, & Frater, 2004) .

Barriers to Volunteer Retention

Hierarchical model to leisure constraint framework

Volunteer retention protocols are critical and necessary for any public service or-
ganization that significantly relies on volunteer efforts for the delivery of social services.
Many nonprofit organizations, serving as agents of the state and federal government, are
assigned with the task to provide public services that are essential to citizens who depend
on the services delivered (S. R. Smith & Lipsky, 1993; Clerkin, Paynter, & Taylor,
2009). A major concern regarding the government contracting of nonprofit organization
is the increase in numbers of organizations that also rely on finite numbers of volunteers
to recruit from the same community (Clerkin, Paynter, & Taylor, 2009). Additionally, a
nonprofit organization that heavily relies on the mass mobilization of volunteers needs to

continuously replace and recruit additional volunteer members to sustain the operation of

11



the nonprofit organization. As a way to understand barriers and constraints on individual
volunteer motivation, this study will consider Crawrod, Jackson, and Gedbey (2001) re-
search on hierarchal models to leisure constraints. The hierarchical constraint dimension
determines three major barriers to volunteerism: Structural, interpersonal, and in-
trapersonal constraints.

Structural constraint. Structural barrier limitations include the individual’s lack
of time to volunteer, distance to volunteer site, unawareness of other or additional volun-
teer actives, and limitations on personal spending budgets (Gage and Thapa, 2012; Craw-
ford, Jackson, & Gedbey, 2001). In other words, volunteers are limited by external con-
straints that physically prevent individuals with enough information for volunteer in-
volvement such as enough personal time to engage in volunteer activity whether it be
from personal, school, or work schedule and physical access to the volunteer site without
major disruptions to the individual’s life (Gage and Thapa, 2012).

Interpersonal constraint. Interpersonal constraints are associated with the dis-
connect between the organization and the volunteer. Volunteers need to have a sense of
belonging within an organization by building new relationships and connections with
other volunteer members within the organization. Research has found that when volun-
teers have a personal connection with a member already volunteering within the organi-
zation, there is an increased likelihood that, when asked by the friend already in the or-
ganization, the new volunteer will make the same commitment. (Gage and Thapa, 2012).

Intrapersonal constraint. Lastly, external barriers such as personal safety,

health, physical, and mental capacity limitations, and unintended disruption to employ-

12



ment or personal convenience of life through the action of volunteering contributes to in-
terpersonal barriers to volunteering. A summary of Gage and Thapa (2012) study on vol-
unteer and motivation constraints amongst college students, found that individuals are
more likely to express structural and intrapersonal barriers to volunteering because col-
lege students tend to have many other obligations and do not have the energy to keep up
with their daily functions in addition to committing to volunteer activities. Similarly, a
study conducted by Sudeen, Raskoff, & Garcia (2007) on constraints in volunteer reten-
tion reports that ill health, lack of time, and lack of interest are common barriers to a vol-
unteer returning to the organization.

Nonprofit success on volunteer recruitment and retention. It is essential that
nonprofit organizations understand the current intrapersonal, interpersonal, and structural
barriers that prevent individuals from volunteering in the organization. With this in mind,
those organizations need to create systematic changes to the organization’s recruitment
and sustainability practices to better retain and maintain volunteers year after year. Re-
search conducted by Berlin et al., 2004 concludes that the success of volunteer and non-
profit organizations relies extensively on the positive relation and mutual satisfaction of
both the organization and the volunteer. Moreover, numerous studies have indicated that
individuals motivated by altruism will not only display a higher satisfaction with their
volunteer service but will increase the likelihood of the volunteer returning the following
year (Anderson, 2003; Tidwell, 2005.) Therefore, the practice of matching volunteer mo-
tivation to volunteers and researching the hierarchal structures that prevent current volun-
teers from committing to volunteer can better help volunteer organizers improve ways re-

taining, recruiting, and persuading new individuals to volunteer.
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Chapter 3: Methods

Participants

The participants in the study are individuals volunteering in a public service edu-
cation nonprofit organization during the time this research was conducted. Any volun-
teers that categorized under the six classifications of volunteerism was included in the re-
search. In this study, we recruited and assessed 108 participants who identified as a vol-
unteer to understand their functional motivation to volunteer for the organization and po-
tential barriers that could prevent volunteers from continued participation in the future.
Measures

The instrument used for the study is the Volunteer Functions Inventory self-re-
porting scale with 30 questions rating on a 5-point Likert Scale, ranging from 1 being not
at all important/accurate for you to 5 being extremely important/accurate for you, to
measure volunteer motivation. Additionally, for assessing the constraints to volunteering,
the hierarchical model of constraint is used. This model was developed by Crawford,
Jackson, & Godbey (1991) and will include a 15-question survey rating on a 5-point Lik-
ert scale from 1 being no influence for you to 5 being a very strong influence. Partici-
pants will be provided with a brief overview of study and instruction to choose to partici-
pate in the study. Participants are reassured that their identity and responses will be kept
confidential and used only for research purposes.
Procedure

Participants are asked to participate in this study via distribution of the survey at
volunteer sites, and current volunteers are asked to participate in the study by the re-

searcher. An online survey was created through Qualtrics Survey Software and sent out to
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online nonprofit organizational social media sites or electronic participants with the per-
mission from organization executives. The participation survey/packet consists of 4 sec-
tions. The first section addresses volunteer participation and the scope their participation
or volunteer declination to participate in the study. The second section of the packet asks
sociodemographic questions regarding age, gender, race/ethnicity, birth-year, highest
level of education completed, and academic major if the participant attended college. The
third session consists of the volunteer function inventory study that measures volunteer

motivations. Finally, the fourth section contains the constraint to volunteerism survey.
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Chapter 4: Results and Findings

Results

Participant Demographic

The dominant gender of the respondents was female (85.2%) whereas 13% of re-
spondents identified as male. On average, volunteers ages 55 and over (32.4%) and par-
ticipants between the ages of 25-34 (25%) are more likely to volunteer in public service
nonprofit organization as indicated from research. A majority of respondents were pri-
marily White/Caucasian (78.7%) and the next largest group of respondents were His-
panic/Latino (8.3%). Over half of the respondents attained their bachelor’s degree or 4-
year degree, while 22.2 percent of respondents earned their master’s degree. Addition-
ally, half of the volunteer samples were employed full-time (50.9%) whereas 19.4% of
respondents were retired. A large number of respondents, 72.2%, noted that they volun-
teered at their service site for less than a year and 13% noted that they have volunteered

for at least a year (See table 1).
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Table 1. Volunteer Demographic qf:l;y f:;
Age 18-24 years old 21 19.4
25-34 27 25.0
35-44 15 13.9
45 - 54 10 9.3
Over 55 years old 35 32.4
Gender Male 14 13.0
Identifica- Female 92 85.2
tion Gender Variant/Non-conforming 1 9
Prefer Not to Answer 1 9
Ethnicity White/Caucasian 85 78.7
Hispanic or Latinx/Latino 9 8.3
Black or African American 3 2.8
Native American or American Indian 6 5.6
Asian/Pacific Islander 3 2.8
Other 2 1.9
Asian/Pacific Islander 3 2.8
Other 2 1.9
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Table 1. Volunteer Demographic continued qus;y f:;
Education High school degree or equivalent 9 8.3
Attainment Vocational (e.g. vocational certificate) 1 9
Associate's degree (e.g. AA, AS) 10 9.3
Bachelor's degree (e.g. BA, BS) 56 51.9
Master's Degree (e.g. MA, MS, MEd) 24 22.2
Professional (e.g. JD, MD) 5 4.6
Doctorate (e.g. PhD, EdD) 3 2.8
ir:lﬁloy- Employed full-time (40+ hours a week) 55 50.9
Status Employed part-time (less than 40 hours a 2 74
week)
Unemployed (currently looking for work) 3 2.8
Student 7 6.5
Retired 21 19.4
Self-Employed 2 1.9
Corporation for Natiqnal and Community 12 11.1
Service
(e.g. AmeriCorps, VISTA, NCCC)
Duration of <1 Year 78 72.2
Service 1 Years 14 13.0
2 Years 5 4.6
3 Years 7 6.5
4 Years 1 9
5 Years 3 2.8
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Motivation to volunteer descriptive statistic

A descriptive analysis with mean scores of each item was conducted. Questions
with the highest means were “I feel it is important to help others” (M=4.68), “I am genu-
inely concerned about the particular group I am serving “(M=4.61), “I can do something
for a cause that is important to me” (M=4.36), “I feel compassion toward people in need”
(M=4.35), and “I am concerned about those less fortunate than myself” (M=4.34). Items
with the lowest means were “Volunteering helps me work through my own personal
problems” (M=1.54), “Doing volunteer work relieves me of some of the guilt over being
more fortunate than others” (M=1.65), “Volunteering is a good escape from my own
troubles” (M=1.68), “My friends volunteer” (M=1.72), and “People I am close to want
me to volunteer” (M=1.72).

Each dimension was checked for internal consistency using Cronbach’s alpha.
Career (0=.927) value composed of five items that related to development of skills or net-
work for the purpose of furthering career advancements. The Enhancement (0=.777)
composed of questions that address personal growth and development. The Protective
(0=.758) dimension consisted of five items that dealt with using volunteerism as a way to
escape from one’s own trouble. The Social (a=.737) dimension is composed of five items
that involved social interaction and doing something that was seen as important to the
volunteer’s social group. The Understand value (o =.850) is composed of five items that
relate to helping others. Lastly, the Value function comprises five items (o =.794) related
to expanding one’s own perspective on an issue important to the volunteer. The mean
values of the items were computed to devise a single composite index score for each of

the six dimensions. The Value function scored the highest value among respondents
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(M=4.47), seconded by the Understand function (M=3.38), Enhancement function
(M=2.51), Social function (M=2.31), Protective function (M=1.99), and Career function

(M=1.98) (see Table 2).
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Table 2. Volunteer Motivation Self-Report Descriptive Statistics Mean
Enhancement
1. Volunteering makes me feel important. 2.40
2. Volunteering increases my self-esteem. 2.65
3. Volunteering makes me feel needed. 2.65
4. Volunteering makes me feel better about myself. 2.62
5. Volunteering is a way to make new friends. 2.23
Total Mean Value 2.51
Career
6. Volunteering can help me get my foot in the door at a place where I'd 1.91
like to work.
7.1 can make new contacts that might help my business career. 1.90
8. Volunteering allows me to explore different career options. 2.04
9. Volunteering will help me succeed in my chosen profession. 1.90
10. Volunteering experience will look good on my resume. 2.15
Total Mean Value 1.98
Protective
11. No matter how bad I have been feeling, volunteering helps me forget 3.07
about it.
12. By volunteering, I feel less lonely. 1.99
13. Doing volunteer work relieves me of some of the guilt over being more 1.65
fortunate than others.
14. Volunteering helps me work through my own personal problems. 1.54
15. Volunteering is a good escape from my own troubles. 1.68
Total Mean Value 1.99
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Table 2. Volunteer Motivation Self-Report Descriptive Statistics contin-
ued

Social
16. My friends volunteer. 1.72
17. People I am close to want me to volunteer. 1.72
18. People I know share an interest in community service. 3.14
19. Others with whom I am close place a high value on community ser- 2.70
vice.

20. Volunteering is an important activity to the people I know best. 229
Total Mean Value 231
Understand Mean
21. I can learn more about the cause for which I am working. 3.31
22. Volunteering allows me to gain a new perspective on things. 4.01
23. Volunteering lets me learn through direct "hands-on" experience. 3.44
24. 1 can learn how to deal with a variety of people. 3.03
25. I can explore my own strengths. 3.10
Total Mean Value 3.38

Value

26. I am concerned about those less fortunate than myself. 4.34
27. 1 am genuinely concerned about the particular group I am serving. 4.61
28. I feel compassion toward people in need. 4.35
29. I feel it is important to help others. 4.68
30. I can do something for a cause that is important to me. 4.36
Total Mean Value 4.47
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Table 3. Volunteer Function Reliability Statistics

Cronbach's Alpha

Functional Motivation Cronbach's Based on Standard- N of
Items Alpha ized Items Items
Career 927 928 5
Enhancement 77 75 5
Protective 758 764 5
Social 737 732 5
Understand .850 .852 5
Value 794 .806 5

Hierarchical constraint to leisure volunteer descriptive statistics.

A descriptive analysis with mean score of each constraint to volunteer was con-
ducted. It is important to note that this scale was written in reverse order compared to the
descriptive statistic for the volunteer function inventory data point. On constraints to vol-
unteering, items were scored from 1, Extremely Accurately, to 5, Not Accurate at all.
Items with the highest mean were “I have no time to volunteer” (M=3.94), “I have too
many other commitments” (M=3.81), and “My friends do not volunteer” (M=4.06). The
items with the lowest means were “I do not feel safe at the volunteer site” (M=4.39), “I
think it will negatively affect my grades” (M=4.86), and “I do not have transportation to
volunteer site” (M=4.84). Each dimension was checked for internal consistency using
Cronbach’s alpha. The interpersonal constraint (a=.600) composed of five items which
dealt with the perception of constraints to other individuals. The intrapersonal constraint

(0=.807) composed of five items which that represented potential barriers that involved
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only the individual in question. Finally, structural constraint (a=.534) composed of five
items that reflected external barriers to participation (See table 4.). The mean values of
the items were computed to devise a single composite index score for each of the three
dimensions, the structural constraint scored the highest among respondents (M=4.28),

then Interpersonal constraint (M=4.35), and Intrapersonal constraint (M=4.73)

Table 4. Hi-erz.lrchical‘ L-eisure Constraint Survey Self-Re- Mean ;{;::Ill In-
port Descriptive Statistics
dex
Interpersonal Constraint M=4.35
1. My friends do not volunteer. 4.06
2. 1 do not know anyone that volunteers. 4.68
3. I have no one to volunteer with. 4.40
4. No one has asked me to volunteer. 4.53
5. My family does not volunteer. 4.12
Intrapersonal Constraint M=4.73
6. I have an injury, handicap, or ill health. 4.75
7.1 do not have the necessary skills. 4.69
8. I do not feel safe at the volunteer sites. 4.93
9. I think it will negatively affect my grades. 4.86
10. I do not have enough energy to volunteer. 4.42
Structural Constraint M=4.28
11. T have a limited budget. 4.29
12. I have no time to volunteer. 3.94
13. I have too many other commitments. 3.81
14. I am unaware of other opportunities to volunteer. 4.54
15. I do not have transportation to volunteer sites. 4.84
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Table 5. Barrier Reliability Statistics

Cronbach's Al-

pha Based on
Functional Motiva- Cronbach's Al- Standardized
tion Items pha Items N of Items
Interpersonal .807 813 5
Intrapersonal .600 .637 5
Structural 534 526 5
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Chapter 5: Discussion, Recommendation, and Conclusion

Discussion

The focus of this study is to understand the motivation of individuals who pres-
ently volunteer in public service nonprofit organization and potential barriers of leisure
constraint that could prevent individuals from continuous service in the future. The pur-
pose of this research was to assess current volunteers of a public nonprofit organization
and their motivation to volunteering measured by the Volunteer Functions Inventory
(VFI), assess current volunteers’ potential barriers to returning to the organization the fol-
lowing year through the Hierarchical Leisure Constraint Inventory, analyze the partici-
pant results, and propose recommendation to increase volunteer recruitment and retention
and suggestion to further research.

Hypothesis one: Volunteer function inventory

The first hypothesis posited current volunteers serving in public service nonprofit
organization are motivated by the values function. The results from this study support the
claim that individuals volunteering in a public service nonprofit organization are highly
likely motivated by the values function, followed by understanding function with the sec-
ond highest mean and enhancing function with the third highest mean (Table 2). Con-
sistent with previous research, the value function scored the highest value amongst the re-
spondents who volunteer (Clary et al. 1998; Papadakis, Griffin, & Frater, 2004). The pre-
sent research is supported by Chacon et al. (2017) systematic review of 48 studies that
utilize the VFI to measure volunteer motivation, whose result indicated that the value fac-
tor obtained the highest mean score amongst the participant in their research. Similar to

other studies, the understanding function is the second highest value among respondents
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then enhancement function (Clary et al. 1998; Papadakis, Griffin, & Frater, 2004; Chacon
et al. 2017) and the career function is the factor with the lowest mean score (Chacon et al.
2017).

Hypothesis two: Hierarchical leisure constraint inventory

The second hypothesis predict that a current volunteer will likely to be constricted
on continuation of service due to interpersonal barriers. These findings are not supported
through the present study as participates indicated that structural constraints are potential
preventative constraints to continuation of volunteerism. In our study conducted on vol-
unteers currently volunteering in a public service organization, volunteers were asked to
identify potential barriers to continued participating with the program and participants re-
ported the structural constraint scored the highest mean out of three dimensions, followed
by interpersonal constraint, then intrapersonal constraint with the lowest means. This
finding supports the hierarchal model of constraints found in the Gage and Thapa (2012)
study of constants amongst college students, in which they found college students are
first likely to be stropped by the structural dimension, the interpersonal constraints, and
finally interpersonal constraints.

Cronbach’s alpha for VFI and HLC

The Cronbach’s alpha coefficients for each of the subscale indicated a high relia-
bility for both the Volunteer Function Inventory (VFI) and the Hierarchical Leisure Con-
straint (HLC) Questionnaires. This reliably finding is supported by a study conducted by
Asghar in 2017 that assessed the validity of VFI and HLC question items to ensure relia-

bility and consistency with the survey instrument. The results of multiple regressions in-
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dicated that the six factors assessed by VFI are significant predictor variables for the cri-
terion variable in the model. Widjaja (2010) proposed that organizations should utilize
the VFI to determine the motivations of volunteers and attempt to match the type of roles
they fill with their personal motivations.

Significantly, Gutierrez and Sauto’s study also reported that the Career function
was least likely motivation to volunteer, in which volunteers currently serving in the pub-
lic service nonprofit organization reported the career function to have the lowest mean
value amongst the six volunteer functions. This low value can be understood in terms of
altruism and its relationship with the six functional values from Gage and Thapa (2012);
Burns, Toncar, Fawcett, and Anderson, (2006); Boz and Balaz (2007) and their research
signify that items that address the value, understanding, and social contain themes of al-
truism and altruism plays a huge factor in individual motivation to volunteer. Altruism is
observed to play a role in each of the motivation (Burns et al., 2006), but functions such
as the career and protective function are naturally weak in altruism motives, so more than
likely, individuals are going be motivated to volunteer in public service nonprofit organi-
zations by autistic themed functions such as value, understanding, social, and enhancing.
Recommendations and Implications

Functional inventory as tool for recruitment.

Bussell and Forbes (2002) argues that the key to organization success is contin-
gent on the recruitment and retention of volunteers based on the interest of the prospec-
tive volunteer group. The functional approach to recruitment is a useful due to the valid-
ity and reliability of the scale that predict volunteer behavior based on personal motiva-

tion to volunteer in public service nonprofit organizations. Recommended by Clary,
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Snyder, Ridge, and Copeland (1998) in their study of understanding and assessing the
motivation of volunteer, their research suggests that individuals be recruited into volun-
teering by appealing to prospective volunteer functions and motivators. Additionally,
Clary et al (1998) found that participants judge recruitment advertisement and persuasive
messages to the extent that it matched their personal motivation to volunteer, meaning if
the recruitment message aligns with their motivation to volunteer, they are more likely to
be satisfied with their volunteer experience, which in turns increases the chance of con-
tinued volunteer service in the immediate or close future. Similarly, the results of our
present study that found the value function to be the popular motivation to volunteer that
is supported by similar studies, which indicate that value plays as the largest motivator to
volunteers, especially in woman and service-oriented individuals (Clary et al, 1998). Vol-
unteer recruitment messages for potential volunteers should include value statements es-
pecially since value plays a huge role in motivating volunteers currently serving in a pub-
lic service nonprofit organization (Papadakis, Griffin, & Frater, 2004).

Matching functional motivation to functionally relevant benefits.

Snyder, Clary, Stukas (2000) and their study of the functional approach to volun-
tarism posit the role of individual motivation for volunteering and the benefit individuals
receive for volunteering can influence their decision to continue involvement with the
same organization. Other studies that measure volunteer experience and matching benefit
found that when individuals are performing volunteer tasks that satisfy their volunteer
motive, these individuals tend to report more positive volunteer experiences and intend to
continue volunteering in the same organization and in the long-term future (Clary et al.,

1998; Houle, Sagarin, Kaplan 2005). It is critical that volunteers receive the benefit that
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is related to their primary functional motivation so they can be satisfied with their service
and potentially continued service with the organization. This notion also implies that if
volunteers are not satisfied with their service because the impact of their service does not
satisty their initial motivation to volunteer in the organization, they are less likely to re-
turn to continue volunteer services (Snyder, Clary, Skukas, 2000).

Orientation trainings.

A recommendation provided by Boz and Palaz (2007) who studied volunteer re-
tention in nonprofit organization found that when providing orientation courses before in-
dividuals work as a volunteer is useful not only for motivating individuals support the or-
ganization mission but to orient the volunteer on best practices and prepare volunteer to
be successful in their services. By providing orientation training to volunteers, the train-
ing can help volunteers comprehend with the volunteer organization’s mission, philoso-
phy, and principles of the organization and how the contribution and investment of the
volunteers can help the organization achieve its public service goals (Boz & Palaz, 2007).
These trainings can help individuals overcome potential interpersonal constraints when
proving group orientation trainings with other individual by building comradery and
friendship as they learn more about the organization mission and volunteer activities.
These orientation trainings can also be utilized to reinforce volunteer functional motiva-
tion to volunteer and provide additional clarification on how their individual contribution
to the program will mutually benefit their reason their reasons for volunteering, the or-
ganization itself, and the target population that the volunteer activity direct affects. Addi-

tionally, these training programs can help build and promote certain motivational values
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in individuals as they learn more about the organization and potentially reorient their rea-
sons to volunteer with the organization and increase their chance of satisfaction with their
volunteer experience.

Volunteer recognition programs.

A study by Gage and Thapa (2012) on volunteer motivation and constraint
amongst college students posits that recognition and appreciation programs can help
overcome individual barrier to overcome interpersonal barriers by providing volunteers
with public recognition and acknowledgement for their volunteer service and increase
continual participation with the program. Additionally, structural constraint can be over-
come because it brings to fruition the impact of the individuals volunteer serves and rein-
force the importance of their participation in the organization, thus, allowing the volun-
teer to feel that they contribute to the organization. The study supports that social rela-
tionship from recognition and organization are significant predictors of continued partici-
pation, so it is imperative that organizations engage the current volunteer database to in-
fluence and recruit individuals from their social group to volunteer alongside their peers
and family. Additionally, the contrast between Boz and Palaz’s and Gaga and Thapa’s
study highlight that the Volunteer Function Inventory and individual values and re-
sponses can be shaped by environmental factors and results of the VFI can differ across
different cultures with different values.

Conclusion

In summary, the average person to volunteer in public service nonprofit organiza-

tions can be white/Caucasian female, over the ages 55, who works fulltime and has vol-

unteered with the organization for less than a year. The average volunteer will often be
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functionally motivated by values function indicating that it is important to help others and
they are likely to be constrained by structural barriers, such as lack of time to volunteer
for the next year. Overall, the VFI and HLC have proven to be reliable tool when examin-
ing present volunteer and their motivation to serve in public service nonprofit organiza-
tion. Nonprofit organization leaders and volunteer recruitment managers can utilize and
synergize the volunteer function inventory and organization mission to attract prospective
volunteers according to the functional motivation that attract individuals towards commit-
ting public service. For example, if volunteers are motivated by careers function, then the
nonprofit organization can recruit volunteers by advertising benefits from volunteer expe-
rience can include volunteer service hours for schools or work and potential career ad-
vancement within the organization. Clary et al (1998), propose that continued participa-
tion depends on the alignment of the individual volunteer’s functional motivation to vol-
unteer and the functional benefit they receive as a result of volunteer efforts. Ongoing in-
vestment in volunteer motivation and engagement, personal development, and benefit sat-
isfaction has the ability to reduce turnover in an organization.
Limitations

The VFI and HLC surveys were all self-reported, so there is a chance for partici-
pant bias if participants want to be perceived as an altruistic and helping individual. Ad-
ditionally, extending the survey to get former volunteer to participate in study to better
assess hierarchical leisure constraint that contributed their cessation of volunteerism with
the nonprofit organization to measure actual hierarchical leisure constraint to returning to
volunteer. It is also important to consider updating additional functional values to the VFI

because there are other contributing factors to motivating individuals to volunteer such as
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religious ideology, which is a consideration recommended by Boz and Palaz (2007), As-
ghar (2015), and Perry, Brudney, Coursey, and Littlepage (2008) because the VFI is con-
tributed by western values and influences that is not the same throughout other cultures,
so these scales are reliable when studying groups in western civilizations. Another limita-
tion pertains to the HLC survey, as the structural and interpersonal constraints tends to be
used interchangeably because of how the dimensions are categorized. An updated version
of the HLC survey needs to be explored to better and accurately identify specific con-
straints to volunteerism. It is also recommended that the study functional motivation var-
iables are compared by individual factors such as demographics and test correlation be-

tween the variables to identify significant groups of individuals to recruit to volunteer.
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Appendix A

Volunteer Demographic
Demographic Questions:
1. What is your age?

e Under 18

18-24 years old

25-34

35-44

45-54

Over 55

2. To which gender identify do you most identify?

e Male

e Female

Transgender Female
Transgender Male

Gender Variant/Non-conforming
o not listed

Prefer not to answer

3. What is your ethnicity?
e  White/Caucasian
e Hispanic or Latinx/Latino
e Black or African American
e Native American or American Indian
e Asian/Pacific Islander

e Others

4. What is the highest degree or level of school you have completed?
e Less than a high school diploma
e High School degree or equivalent

e Vocational (e.g. vocational certificate)
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e Associate’s Degree (e.g. AA, AS)

e Bachelor’s Degree (e.g. BA, BS)

e Master’s Degree (e.g. MA, MS MEd)
e Professional (e.g. JD, MD)

e Doctorate (e.g. PhD, EdD)

5. What is your current employment stats?
e Employed full-time (40+ hours a week)
e Employed part-time (less than 40 hours a week)
e Unemployed (currently looking for work)
e Student
e Retired
e Self-Employed
e Unable to work

e Corporation for National and Community Service (e.g. Americorps,
VISTA, NCCCQ)

6. How long have you volunteered in this organization?

e >] year
e | year

e 2 years
e 3 years
e 4years
e 5years
e 6 years
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Appendix B
Volunteer Function Inventory

Using the 5-point scale below, please indicate how important or accurate each of the fol-

lowing possible reasons for volunteering is for you in doing volunteer work at this organ-
ization. Record your answer in the space next to each item. Items are rated from not at all
important on a scale from one to five with five being extremely important.

—

. Volunteering can help me get my foot in the door at a place where I’d like to work
. My friends volunteer.

. I am concerned about those less fortunate than myself.

. People I’'m close to want me to volunteer.

. Volunteering makes me feel important

. People I know share an interest in community service.

. No matter how bad I’ve been feeling, volunteering helps me to forget about it.

. I am genuinely concerned about the particular group I am serving.

O 00 N N WD B~ W N

. By volunteering, I feel less lonely.
10. I can make new contacts that might help my business career.
11. Doing volunteer work relieves me of some of the guilt over being more fortunate than
others.
12. T can learn more about the cause for which [ am working.
13. Volunteering increases my self-esteem.
14. Volunteering allows me to gain a new perspective on things.
15. Volunteering allows me to explore different career options.
16. I feel compassion toward people in need.
17. Others with whom I am close place a high value on community service.
18. Volunteering lets me learn through direct “hands on” experience.
19. I feel it is important to help others.
20. Volunteering helps me work through my own personal problems.
21. Volunteering will help me succeed in my chosen profession.
22. 1 can do something for a cause that is important to me.
23. Volunteering is an important activity to the people I know best.

24. Volunteering is a good escape from my own troubles.

39



25. 1 can learn how to deal with a variety of people.
26. Volunteering makes me feel needed.

27. Volunteering makes me feel better about myself.
28. Volunteering experience will look good on my resume.
29. Volunteering is a way to make new friends.

30. I can explore my own strengths.
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Appendix C
Hierarchical Leisure Constraint Inventory

For each of the statement below, please indicate how accurate each of the following rea-
sons for potential barriers to volunteering with this organization the following year. Rec-
ord your answer in the space next to each item. The item will be rated from one to five
with one being extremely Accurately and five being not accurate at all.

I have no time to volunteer.

My friends do not volunteer.

I have an injury, handicap, or ill health.

I have too many other commitments.

I do not know anyone that volunteers.

I do not have the necessary skills.

I have a limited budget.

I have no one to volunteer with.

I do not feel safe at the volunteer sites.
. I am unaware of other opportunities to volunteer.
. No one has asked me to volunteer.
. I think it will negatively affect my grades.
. I do not have transportation to volunteer sites.
. My family does not volunteer.
. I do not have enough energy to volunteer.
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On behalf of the Institutional Review Board (IRB), | have reviewed the above-referenced research study
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