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ABSTRACT

The present research aims at investigating if motivations and social norms can determine satisfac-
tion with organization — understood as an indicator of organizational well-being — in blood dona-
tion. Moreover, this study analyses the relations of organizational satisfaction on integration in
the organization and identification with it in order to pursue research on prosocial behaviour vo-
lunteer retention. 2464 blood donors were contacted. The present work has important applicative
implications as it can give guidance to blood donation organizations regarding factors determin-
ing attraction and maintenance of donors.
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1. INTRODUCTION

In Italy blood donors make up about 3% of the total population, or 4.6% of
everyone who, aged between 18 and 65 years, can donate (Higher Institute of
Health, 2015). If these numbers make it possible to reach self-sufficiency with re-
spect to whole blood, the situation is different for the blood components (plasma,
double red cells, platelets) that Italian hospitals are forced to buy from other coun-
tries. Moreover, it is necessary to take into account that during the summer months
— for example, due to the spread of West Nile virus, which prevents donation — or
in the event of an emergency — such as an earthquake, for example — situations of
difficulty arise even for whole blood.

It is thus very important to understand the donation process and to grasp which
factors can support donation. Some authors (Piliavin, 1990; Lucchini, 2005) claim
that this process, taking its rightful place in the category of helping behaviors, is
generated from the interaction of several variables and recommend identifying
these variables as well as searching for interpretive models in order to understand
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it. Among existing models, the most accredited and stable over time are Omoto
and Snyder’s Volunteer Process Model (Omoto and Snyder, 1995) and Godin and
colleagues’ Model (2005), which underscore in a particular way the importance,
first, of motivations and satisfaction and, second, of social norms.

Furthermore, the Theory of Planned Behaviour used by Piliavin and collabora-
tors in their work (Callero, Howard and Piliavin 1987) has been shown to be use-
ful for understanding donation, although the variables that have gone into making
up the model have undergone important changes over time — with the exception of
role identity and norms — attesting to the importance of including more variables
of an organizational nature.

These considerations are even more relevant in Italy as compared to other Eur-
opean countries in that blood donation takes place in our country mostly thanks to
volunteer associations which, collaborating in an extensive and consolidated way
with transfusion services, organize and guarantee donations. Among these organi-
zations the oldest and most important is AVIS (Associazione Volontari Italiani
Sangue), distributed in capillary fashion throughout Italy and engaged in promoting
and supporting blood donation as well as in spreading a culture of solidarity.

Recent work carried out in the Italian context with AVIS donors (Alfieri, Satur-
ni and Marta, 2013; Guiddi, 2013; Saturni and Marta, 2009) has confirmed the in-
creasing importance of organizational variables in the donation process, in particu-
lar, satisfaction with the organization, integration in it, and identification with it.

The present work, therefore, aims to a) investigate the factors that determine sa-
tisfaction with blood donor organization — understood as an indicator of organiza-
tional well-being, considering the variables that the aforementioned models have
identified as important predictors of this variable — motivations to donate and so-
cial norms supporting donation, and b) whether satisfaction can be linked to inte-
gration in the organization and identification with it — the latter factors thought to
be determinant for donor retention.

2. OMOTO AND SNYDER’S VOLUNTEER PROCESS MODEL:
MOTIVATIONS, SATISFACTION, INTEGRATION, AND IDENTIFICATION

The Volunteer Process Model (VPM; Omoto and Snyder, 1995; Omoto, Snyder
and Martino, 2000; Snyder and Omoto, 1992) envisions three stages that are mu-
tually interactive and consequential — antecedents, experience, and consequences —
of volunteer action and three different levels of analysis — individual, organiza-
tional, and social. In the antecedents stage the researchers analyze personality char-
acteristics, motivations, and the circumstances that can foster the choice to volun-
teer (Omoto and Snyder, 1995). In the experience stage the authors place the situa-
tions that can promote and support continuing engagement. In particular, they fo-
cus on the organizational variables that intervene in the volunteer’s behavior:
among these, satisfaction and integration in the group are particularly discriminant
and significantly correlated with the duration of the voluntary action in a given or-
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ganization. The third stage of the volunteer process, consequences, focuses on the
effects of engagement, on an individual and collective level. Engagement in volun-
teerism, in fact, has effects not only on the individual who donates his/her volun-
tary action and on the person who receives it, but also on the context in which
they interact.

The model’s theoretical framework of reference is the functionalist approach
(Omoto and Snyder, 1995; Omoto, Snyder and Martino, 2000), according to which
volunteerism is able to meet some of the needs of people who engage in it. These
needs correspond to motivations that spur people to engage themselves. Generally,
the term motivation is understood to mean the process of activating the individual
in order to reach a goal, within a given and specific organization. However, people
who engage in voluntary activities are driven by multiple motivations at the same
time, and not only by one. This approach reveals that volunteerism serves different
functions for any one person who may possess different motivations from those
held by other people. The motivations underlying voluntary actions may, in turn,
be different depending on the function volunteerism has for those who undertake
this commitment. The authors identify six related motivations (Clary et al., 1998;
Omoto and Snyder, 1995; Omoto, Snyder and Martino, 2000), which can be
synthesized as follows:

a) Social: people engage in activities of volunteerism because they wish to

make new acquaintances and thus enlarge their relational sphere;

b) Values: people engage in activities of volunteerism because within the asso-
ciations in which they participate, they can share and experience values that
are fundamentally important for them;

c) Self-enhancement: people engage in activities of volunteerism because this
allows them to grow and develop, thus allowing for the promotion of self-
esteem and self-acceptance.

d) Ego-protection: people engage in activities of volunteerism, on the one
hand, in order to reduce guilty feelings due to their sense of being more for-
tunate than others and, on the other hand, to solve personal problems by
shifting attention to the people who benefit from their service;

e) Understanding: people are motivated to carry out activities of volunteerism
because they believe that through them they can acquire new skills or have
the possibility of trying out other skills that are not put into practice in other
spheres of their lives;

f) Career: people hope that through participation in voluntary activities and
groups, they can increase their possibilities of finding a new job .

Several studies that have applied this model to blood donation reveal that these
motivations are not constant, but differentiate themselves based on the life cycle
phase in which the donors find themselves, gender, historical period etc. (Alfieri et
al., 2016; Guiddi et al., 2014; Stukas, Snyder and Clary, 1999).

In the VPM the duration of the voluntary experience depends on satisfaction
and also on integration, even if there does not appear to be any link between these
two variables. In the integrated Model of volunteerism proposed by Marta and
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Pozzi (2008), satisfaction, integration, and identification are situated as antecedents
to the maintenance of engagement. Different studies (Healy, 2000, 2006; Thomson
et al., 2002; Schreiber et al., 2006) have shown that different elements of the orga-
nization connected to the donation act can have a considerable impact on donor
engagement and on the decision to continue to donate: among these, satisfaction
has a strong influence.

3. GODIN’S MODEL AND NORMS

To understand donation in a specific way, Godin and collaborators (2005) in-
vestigated the factors that explain the intention to give blood among the general
population. The researchers identified two groups of variables connected to the do-
nation gesture: personal variables and organizational-contextual variables. Among
the personal variables, a particular role is played by subjective Norms, that is, the
level of influence the opinions of “‘other referents’ (parents, friends, partners, col-
leagues etc.) have on a person’s behavior.

Godin et al. include environmental and contextual characteristics among the or-
ganizational-contextual variables, both from the standpoint of their importance for
the ability to predict personal variables and from the standpoint of how they im-
pact the perception of satisfaction the donor experiences for the donation gesture.
The role of satisfaction is seen to be crucial in its capacity to discriminate the
duration of a behavior.

One of the limitations of Godin et al.’s model (2005), however, is that it does
not consider the role of satisfaction perceived with respect to the organization,
which, with reference to Rothman’s (2000) theoretical proposals, was considered a
fundamental variable precisely for predicting donor behavior.

4. THE PRESENT RESEARCH

Analysis of the literature in the area of blood donation highlights both the role
of individual factors (Alfieri et al., 2016; Guiddi et al., 2015; Stukas, Snyder and
Clary, 1999) as well as structural factors (Healy, 2006; Chamla, Leland and Walsh,
2006; Schreiber, Schlumpf and Glynn, 2006; Masser et al., 2008) for facilitating
the blood donation gesture.

In the present work we propose to probe, first of all, whether personal variables
— motivations and social norms — can influence satisfaction with the organization
(understood as an indicator of organizational well-being) and, secondly, whether
the latter, differently from models that see identification and integration in the or-
ganization having similar weight, can be a predictor.

Organizational well-being is commonly understood as the organization’s capa-
city to promote and maintain the physical, psychological, and social well-being of
workers of all levels and roles. Studies and research on organizations have shown
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that the most efficient structures are those with satisfied employees and a serene
and participatory ‘“‘internal climate’.

The concept of organizational well-being, therefore, makes reference to the way
in which people live their relationship with the organization in which they operate;
the more a person feels that he/she belongs to the organization, because of sharing
its values, practices, and languages, the more he/she feels satisfied and thus in-
creases well-being.

In the present work we hypothesize that:

1. Omoto and Snyder’s six motivations and subjective norms relative to par-
ents, partners, friends, and colleagues are positive predictors of satisfaction
with the organization;

2. Satisfaction with the organization is positively predicted by integration in
the organization and identification with it.

4.1. Method

4.1.1. Participants and recruitment

Two thousand four hundred sixty-four blood donors from three AVIS centers in
the north of Italy participated in the study (49.3% in Cremona, 27.1% in Asti, and
23.6% in Varese). The age range of participants is in keeping with Italian laws on
donation that allow only adults of legal age and not over 65 years to donate (Range:
18-65 years; M = 38.57; SD = 10.03). The mean number of donations carried out
turns out to be 27.84 (Range 1-150; SD = 24.92). 65.8% of participants are male.

49.3% reported having an educational qualification of high school diploma,
24.2% a Master’s degree, 17.7% a middle school diploma or lower, 5.6% a Bache-
lor’s degree, and 3.5% responded ““other”.

About half of the sample is married (49.1%), 41.7% are single or never mar-
ried, 3.0% are separated, and 6.1% responded ‘““other”. In any case, 80.2% re-
ported being in a relationship at the time of completing the questionnaire.

81.9% reported working, 7.6% reported being a student, 4.0% reported simulta-
neously working and studying, 3.3% are unemployed, 0.4% are pensioners, and
the remaining 2.8% responded ‘other”.

Each participant was asked to complete a self-report questionnaire in the wait-
ing room of many blood donation centers located in the north of Italy. The ques-
tionnaire was administered by several appropriately trained volunteers. The volun-
teers explained to the donors that the questionnaire was anonymous, that participa-
tion would be voluntary and uncompensated, and that the data provided would be
analyzed in aggregate for the sole purpose of research.

4.1.2. Instruments

The self-report questionnaire was comprised of socio-demographic variables
and of instruments described below.
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Socio-demographic variables. Participants were asked about their age, gender,
educational qualification, and activity.

Satisfaction with organization.To investigate satisfaction with AVIS, a dimen-
sion of Marta and Pozzi’s (2008) scale of satisfaction in non-profit organizations,
adapted to the AVIS organization, was used. It consists of 6 items (‘I am satisfied
with the friendly climate that exists in AVIS”’), to which respondents are asked to
rate their agreement on a scale of 1 (= Completely disagree) to 4 (= Completely
agree).

Motivations to donate. To investigate and distinguish the motivations underly-
ing the act of donation, the Voluntary Function Inventory (Clary et al., 1998;
Omoto and Snyder, 1995) was used, in an ad hoc adaptation to blood donation.
Donors reported how important each of five different motivations was to them in
making their decision to be a blood donor. Motive importance was assessed with a
30-item inventory consisting of five separate subscales. Each subscale consisted of
five items rated on a 5-point scale (1 = not at all important, 5 = extremely impor-
tant). The six motivation subscales were Values (e.g. ‘“‘Because of my personal va-
lues, convictions, and beliefs””), Understanding (e.g. ‘I can learn how to deal with
a variety of people’’), Ego protection (e.g. ““No matter how bad I have been feel-
ing, giving blood helps me to forget about it”’), Social (e.g. People I'm close to
want me to give blood”), Career (e.g. ““Giving blood allows me to explore differ-
ent career options””) and self-Enhancement (e.g. ““To feel better about myself™).

Social norms. To investigate respondents’ perceptions regarding the support
and approval of parents, friends, partners (if they have one), and colleagues/class-
mates, a scale built ad hoc on the basis of Cartwright and Zander’s (1968) theori-
zations on group norms was administered. This scale is composed of 16 items (4
for each relationship type, e.g. “My parent(s), friends, partner, colleagues or class-
mates approve of my involvement in AVIS”’) to which respondents are asked to
rate the degree of their agreement with each statement on a scale of 1 (= Comple-
tely disagree) to 4 (= Completely agree).

Integration with the organization. It was assessed through an ad hoc single
question about the degree of integration perceived by subjects with their organiza-
tion. Respondents had to indicate their agreement on a 5-point scale (from 1 = not
at all to 5 = very much).

Identification with the organization. It was assessed through an ad hoc single
question about the degree of identification perceived by subjects with their organi-
zation. Respondents had to indicate their agreement on a S5-point scale (from 1 =
not at all to 5 = very much).

4.2. Data Analysis
To achieve our pre-set objectives, we carried out three multiple linear regres-

sions. In the first one, the dependent variable (DV) is satisfaction with AVIS and
the indipendent variable (IV) are motivations to donate and social norms. In the
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second and third ones, the DV is satisfaction with AVIS and the IV’s are, respec-
tively, integration and identification.

4.3. Results

In Table 1 the descriptive analyses, correlations, and Cronbach’s alphas of the
instrument used are presented.

TaBLe 1. — Correlations and Cronbach’s alphas of the instrument

M(SD|1 |2 |3|4|5|6|7 |89 ]|10]|11]|12]13
1. Satisfaction with Avis [2.82| 71| - [.50™"[.517".42""|.57""|.29™"|.57""|.36""|.28""|.27""|.29™"|.65""|.60""
2. Social motivation 296 .83 - [.5387].43"|.53"7|.34"|.54™"|.597"(.39""].39 ™| 48™"|.38""|.36™"
3. Values Motivation 3.48] .76 - [.387].55™|.19"7|.54™|.34"| 277" .2677(.3277].38™"(.35™
4. Ego-Protection wi| | | | | | ] | e
Mofivati 193] .89 - .657].647(.717(.297 20""|.207"|.277"|.317"] .28
otivation
5. Self-Enhancement Y ) N SN [ I I
Motivati 295| 1.0 - 447473577 257 221337 417737
otivation
6. Career Motivation 1.54| .71 - 5671257 .217|.16™.23"| 23| 22"
7. Understanding P ) ) [ I R
Mofivati 243 .94 - |.367(.28""].26"].33""|.43""| 40
otivation
8. Norms Friends 261| .74 - 4471437 577317317
9. Norms Parents 240\ .77 - 13477397 247227
10. Norms Partner 2.63| .80 - 327].19"].20™
11. Norms Colleagues/ N .
2.63| .98 - |247(23
Classmates
12. Identification 3.25| .85 - |74
13. Integration 3.10| .94 -
Cronbach’s Alpha 89|.76 | .74 | .85|.83| .84 |.85|.77|.72| .73 | .94 | na | na

Notes: na = not applicable
**p <01

Table 2 shows the results of the multiple linear regression in which the DV is
satisfaction with AVIS and the IV’s are the motivations that spur people to donate
blood and social norms. As regards the former, social motivations, those related to
values, growth and understanding turn out to be statistically significant; as regards
the social norms, instead, friends, parents, and one’s partner turn out to be statisti-
cally significant. The variances explained (R?) is .44.
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TABLE 2. — Results of the multiple linear regression in which the DV is satisfaction
with AVIS and the IV'’s are the motivations and social norms

E.S. 5 t )
(Constant) .07 10.43 .00
Social Motivation .02 11 3.99 .00
Value Motivation .02 .19 7.55 .00
Protection Motivation .02 -.05 -1.65 .09
Self-Enhancement Motivation .02 22 7.31 .00
Career Motivation .02 -01 -.69 49
Understanding Motivation .02 25 7.72 .00
Norms Friends .02 .05 2.05 .04
Norms Parents .02 .04 2.30 .02
Norms Partner .01 .04 1.99 .04
Norms Colleagues/Classmates .01 -.03 -1.41 15

Table 3 shows the results of the simple linear regression in which the DV is in-
tegration and the IV is satisfaction with AVIS, whose relationship turns out to be
statistically significant. The variances explained (R?) is .37.

TABLE 3. — Results of the simple linear regression in which the DV is integration
and the 1V is satisfaction with the organization

E.S. [}] t P
(Constant) .06 13.14 .00
Satisfaction with Avis 02 .60 35.82 .00

Finally, Table 4 shows the results of the simple linear regression in which the
DV is identification and the IV is satisfaction with AVIS. Also, in this case the rela-
tionship turns out to be statistically significant. The variances explained (R?) is .43.

TABLE 4. — Results of the simple linear regression in which the DV
is identification and the 1V is satisfaction with the organization

E.S. B t P

(Constant) .05 18.91 .00
Satisfaction with Avis 01 .65 40.99 .00
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5. DISCUSSION AND CONCLUSIONS

The present research aimed to verify: first, the links between Omoto and Sny-
der’s six motivations and subjective norms relative to parents, partners, friends and
colleagues and satisfaction with the organization; and, second, the link between sa-
tisfaction with the organization and integration in and identification with the orga-
nization in a group of blood donors belonging to AVIS.

The analyses reveal that social motivations and those of values, understanding
and self-enhancement are linked to satisfaction with the organization while the mo-
tivations of ego protection and career are not.

These results, read in light of Omoto and Snyder’s functionalist approach
(1995), show that whenever donation and the associative life of AVIS allow peo-
ple to reach a goal such as: expressing a humanitarian interest in others (values);
putting into practice abilities, capacities, and knowledge that would otherwise re-
main unexpressed (understanding); developing meaningful relationships with others
(social); and using positive ego resources to increase trust in oneself and self-es-
teem (self-enhancement), donors feel satisfied, probably because they think that a
non-profit association such as AVIS can and should have these aspects in its mis-
sion or, at least, as its goals.

On the other hand, the possibility of deriving advantage for one’s career from
the donation activity (career) and of protecting the ego from feelings of guilt
caused by sensing that one is more fortunate than others or to distract oneself from
one’s problems (protection) do not turn out to be influential. We can hypothesize
that donors do not see these two functions as being important for an association
such as AVIS, which has as its goal not only blood donation, but also the spread
of a culture of solidarity.

The findings also show the importance of approval and, in consequence, of
support by the people with whom the donor has close relationships — friends, par-
ents, and partners — for developing satisfaction with AVIS. Less important are the
people with whom the donor has developed perhaps less meaningful relationships
such as colleagues and classmates. It is evident here that a personal choice such as
that of donating blood is rooted in a relational fabric — family, marital, and friend-
ship — which, by promoting satisfaction with the donation act, fosters and supports
the maintenance of the donor’s engagement. As Wilson (2000) clearly demon-
strated, the choices of volunteers, including of donors, are always relational deci-
sions: for example, if a husband or a wife can devote him or herself to volunteer-
ism, it is because the partner approves of and supports this choice.

Finally, the present work shows how important satisfaction with the organization
one belongs to is for developing integration and identification, two crucial factors
for donor retention. This study also has some limitations. In the first place, all the
participants reside in the north of Italy: it could be interesting to verify the durabil-
ity of these findings in other areas of Italy as well. In the second place, the work
does not have a longitudinal nature: it would be important to carry out a follow-up
study in a year to verify whether these variables have determined donor retention.
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Several future developments of this work are possible and recommended, such
as, for example, the analysis of the data by gender and generation, in consideration
of the fact that the participant group encompasses a broad spectrum of ages. We
know, in fact, that motivational configuration varies both in relation to the volun-
teer’s personal history and to his/her age (Guiddi et al., 2015; Marzana, Marta and
Pozzi, 2012; Marta et al., 2014).

In conclusion, the present work has important applicative implications as it can
give guidance to blood donation organizations regarding factors determining attrac-
tion and maintenance of donors over time as well as possible strategies for recruit-
ment of young people who, understanding the importance of this gesture, may be
drawn to the process of blood donation (Alfieri et al., 2013; Zito et al., 2012).
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