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Abstract

This thesis reports on a multiple case study exploring the impact of required training
programmes upon the motivations of new volunteers. The core research question is:
How are the primary motivations of volunteers affected by the initial training that
they are required to complete? Previous research has investigated the motivations of
volunteers, and sought to measure the efficacy of volunteer training programmes.
However there is little research investigating how volunteer motivations and volunteer

training programmes influence each other.

Volunteers from two contrasting volunteer organisations were interviewed about their
motivations to volunteer, experiences of the volunteer training, and any subsequent
changes in motivation. Prior to these interviews the volunteers were given the
Volunteers Function Inventory (VFI) questionnaire which measures volunteer
motivations. The interview data was analysed using a six phase process of thematic
analysis, and the motivational themes from this analysis were checked against the
results of the VFI Questionnaire. The study found little difference in the overall
motivations of volunteers between the two organisations, though there were
differences in how these motivations were expressed within each organisation. Both
sets of volunteers displayed high levels of altruistic and knowledge-based
motivations, with the career motivation being the most variable, and age and stage of
life appearing as a key moderator for the motivations. Volunteers appreciated training
that they perceived as being relevant, and that utilised peer-learning, but both training
programmes lacked the flexibility required to have a high level of relevance to a wide
range of learning needs and motivations. Ultimately the motivations of the volunteers
were improved by the training when they found that it either helped them to be more

effective in their volunteer roles, or related well to their motivations for volunteering.
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Introduction

No matter where you go in the world, in every country, city, and community, you will
find volunteers; people who are utilising their time in the service of others, without
any expectation of financial reward. There will, of course, be differences in how
volunteerism is expressed in each of these contexts: some communities will have
highly formalised volunteer structures, whereas for others it will be viewed as a
natural part of living in community with others. In some volunteer environments there
will be formal training systems, whereas for others it will be something that is learnt
through experience and by watching others. Yet, despite these differences,
volunteering is a common thread that can be traced across all cultures, religions, and

nationalities.

Volunteerism is becoming an increasingly important factor within modern global
economies. In the United Kingdom volunteers have been estimated to contribute £40
billion to the economy, and in Canada $16 billion (Davis Smith, 2001). In a 2002 US
study it was found that 44% of the adult population worked as a volunteer at some
point during their lives, and 22% of the population were active in volunteering at that
time (Lo Presti, 2013). In New Zealand it has been estimated that one third of the
population is involved in some form of unpaid work for a voluntary organisation, with
up to two thirds participating in any form of unpaid work outside of their home
(Internal Affairs, 2016). These numbers could be even higher, with researchers
suggesting that there may be widespread under-reporting of volunteer numbers. This
may be due to the complexities of trying to define what might be considered
volunteering, the challenges of trying to collect reliable data, and low response rates
(Duxfield, 2016; Wilson, 2012).

The benefits of volunteerism are far greater than the economic benefits to
organisations and countries. It is common for the majority of attention to be paid to
the benefits for organisations and clients, with less attention paid to the benefits for
volunteers, as well as the social (and non-financial) benefits towards society as a
whole (Manetti, Bellucci, Como, & Bagnoli, 2015). Volunteerism has been found to
reduce mortality rates (Konrath, Fuhrel-Forbis, Lou, & Brown, 2012; Wilson, 2012),
enhance mental health (Wilson, 2012), and increase both a volunteer’s job prospects
and potential wage rate (Hackl, Halla, & Pruckner, 2007; Wilson, 2012). A study by a

1



New Zealand recruitment agency found that 93% of employers saw volunteering to be
a credible form of real-work experience, and 89% believed that candidates who
volunteered had an advantage securing employment (Volunteering New Zealand,
n.d.). Socially, the benefits of volunteerism to communities are more than just
economic, with correlations found between higher rates of volunteering and lower
crime rates, lower levels of school absenteeism, and the breaking of stereotypes (e.g.
for disabled volunteers) (Davis Smith, 2000).

As the importance of volunteerism has become more recognised, there has been a
growing number of attempts to explore, and try to understand what the motivations of
volunteers are. A better understanding of the motivations of volunteers can help
organisations to recruit more effectively, and to retain them for longer. One of the
most important studies in this area was conducted by Clary, Snyder, Ridge, et al.
(1998), in which they developed the Volunteer Functions Inventory (VFI). Taking a
functionalist approach, this inventory provides a framework to define the motivations
of the volunteers according to six common functions that are served by volunteerism:
values (altruistic and humanitarian concern for others), understanding (gaining
knowledge, skills and abilities), social (engaging with others), career (as a means for
career advancement), protective (to reduce feelings of guilt or negativity), and

enhancement (to grow and develop one’s ego).

There has been less research undertaken which aims to discover the most effective
methods for training volunteers (Huang, Strawderman, Babski-Reeves, Ahmed, &
Salehi, 2014). Some attempts to describe best practices for volunteer training can be
found, such as the Volunteer Training Framework developed by Volunteering South
Australia (Deslandes & Rogers, 2008), but there is little empirical research using
rigorous research methods. Even less common is research which attempts to explore
possible links between the two concepts of volunteer motivation and volunteer
training (Newton, Becker, & Bell, 2014). In the literature search for this thesis, there
were just two studies found charting this relationship in any way (Newton et al., 2014;
Pells, 2008b). It is this gap in the current literature that this research attempts to
explore.



Personal Motivation for the Research

The choice of this research topic has been influenced by both my present role and my
upbringing. I am currently employed as a Project Manager at The Salvation Army, a
large not-for-profit organisation that works with thousands of volunteers across New
Zealand (and many more worldwide). In this role | have responsibility for co-
ordinating training events for employees and volunteers of The Salvation Army
nationwide, and working with other departments to create their own training
resources. Additionally, as a child growing up within The Salvation Army, |
witnessed many family members and role models doing volunteer work for this
organisation. This included activities such as cleaning the church hall, working at the
second hand clothes store, and running book sales. | too have been involved as a
volunteer in many activities, including helping to run a youth group, leading a

community gardening project, and living in a community drop-in house.

Because of this first-hand experience, at both a personal and professional level, |
understand the vital role that volunteers play in our communities. Many of our not-
for-profit organisations would simply not be able to function without volunteer
labour. But | have also witnessed first-hand the growing professionalisation of many
of these organisations, leading to increases in external compliance and regulations,
and the lifting of expectations upon volunteers. In many cases this has led to positive
change, with better resourced and safer work environments. But in some cases the
balance has tipped, and the growing expectations have led to disillusionment, and
volunteers leaving their roles. It is my hope that this research will help to start
dialogue about how we can train volunteers in a way that inspires them in their

service.

Research Questions

This research attempts to explore the motivations which compel people to volunteer,
and how these are affected by the training that the volunteers are given. This is
summarised by the main research question: How are the primary motivations of

volunteers affected by the initial training that they are required to complete?

Most volunteer organisations require volunteers to undertake some form of training

within the first year of volunteer service. If this training proves to be a demotivating

3



factor for the volunteers the organisation could face high turnover rates. This would
have wide-ranging impacts for the organisation including increased training and
induction needs (due to high volunteer turnover), lack of institutional knowledge and
experience, low morale, and loss of functionality. It is also beneficial for the volunteer
that they receive training which they find motivating, and makes them more effective
in their role. It has been widely stated that volunteers who are placed in roles that
fulfil their motivations to volunteer, will be most satisfied, and willing to volunteer
for longer (Clary & Snyder, 1999; Douglas & Rollins, 2007; Houle, Sagarin, &
Kaplan, 2005; Wilson, 2012). It follows that volunteers will be most likely to see
training as a benefit to them if it relates positively to their motivations to volunteer
(Newton et al., 2014; Pells, 2008b). Gaining a better understanding of the relationship
between these two factors can be valuable in helping to shape training that is useful

for both the volunteer and for volunteer organisations.

Sitting below the main research questions were three research sub-questions. What
were the volunteers’ primary motivations to volunteer? What were the volunteers’
perceptions of the training that they are required to complete? Have the volunteers’
motivations shifted since they started as a volunteer, either because of the training, or

some other factor?

Method

As this is an area with little prior research a research method that allows for an
exploratory approach was required. Qualitative research seeks to understand and
describe people’s experiences, which was a more fitting approach than a quantitative
approach which typically seeks to test hypotheses or theories (Johnson & Christensen,
2012). The use of case study allows for rich and detailed description, which further
fits an exploratory approach, and two contrasting volunteer organisations were
selected to provide contrasting perspectives. The use of case study fits research which

is particularistic, descriptive and heuristic (Merriam, 2009).

Previous research into the motivations of volunteers has been criticised for lacking
rigorous research methods (Shye, 2010). To protect against this potential limitation,
rigorously tested research methods were selected for this study. The use of semi-

structured interviews was selected as the primary method of research, due to its



applicability to both qualitative research, and the case study method. The data from
these interviews were analysed utilising the six stage process of thematic analysis
developed by Braun and Clarke (2006), and then the motivational themes were cross-
checked against the results of the VFI Questionnaire. This VFI Questionnaire, as
developed by Clary, Snyder, Ridge, et al. (1998), is one of the most rigorously tested

methods of determining volunteer motivation.

Outline of the Thesis

Literature Review

The literature review contains a survey of current volunteer research, focussing on the
aspects of motivation and training. Firstly the concept of volunteering is defined,
differences across cultures and nationalities explored, before volunteerism within
New Zealand is outlined. The broad topic of motivation is introduced next, and
descriptions of various key approaches to the area of volunteer motivation are then
described. Lastly, the training of volunteers is explored, including a brief summary of
key aspects of professional development in the general workplace, and relevant recent

changes within the New Zealand education sector.

Method

As noted above, this research utilises a qualitative case study approach. In the method
chapter, this approach is explained, and the research participants are described. Data
gathering methods, and the analysis of this data, is detailed, followed by an

exploration of the trustworthiness of the research, and ethical considerations.

Results of the VFI Questionnaire

The next short chapter analyses the results of the VFI Questionnaire, including

demographic breakdowns of the data.

Participant Perspectives from the Semi-Structured Interviews

The main aim of this section is to summarise interview responses according to the
first two research questions: What were the volunteer’s primary motivations to

volunteer? What were the volunteer’s perceptions of the training that they are required



to complete? Firstly the motivations of the volunteers are examined, and findings are
cross-checked against the VFI results from the previous chapter. Then the volunteers’

perceptions of the training are analysed and described.

Discussion

Key themes from the research are discussed in the next chapter, as generated by the
three research questions. Firstly themes about motivation are explored, including the
nature of altruism, the impacts of age and stage of life, the influence of others, and
loneliness and other undesirable motivations. Themes taken from responses about
volunteer training are considered next, including the relevance of training,
overcoming learning barriers, individualisation of training and recognition of prior
skills, and outside influences. Lastly, the third research question is addressed, and
links between training and motivation are considered. General factors that enhanced
volunteer motivation are discussed, followed by aspects that made training to be a

motivator, and then lastly aspects that made training to be a demotivating factor.

Conclusion

The research is summarised in the final section with reference to key findings and
themes. Recommendations for volunteer organisations are presented, followed by the

limitations of the research, and recommendations for future study.



Literature Review

Before undertaking the empirical aspects of the research, an initial review of relevant
literature was undertaken. This initial search utilised books and journal articles from
Victoria University of Wellington’s library, journal databases, and official
volunteering websites. Discoveries from this initial literature search were used to
shape the research questions and methodology for the research. Later, a more
thorough and systematic literature search was undertaken to: get better depth of
understanding in areas of importance, gain insight into areas that arose during the

interviews, and ensure that the most recent relevant studies had been included.

This data is summarised below in four main sections. Firstly, volunteerism as a
concept is considered and defined, with reference to differences across cultures and
nationalities, and features of volunteerism within New Zealand. Motivation as a
construct is then outlined, followed by a section exploring the motivations of
volunteers. Within this section various key concepts are introduced, including the
functionalist approach used by the VFI Questionnaire. Lastly, the training of
volunteers is considered, factors which are seen as important in good professional
development activities are detailed, and a description is provided of the New Zealand

educational context within which this research was undertaken.

Volunteerism

Throughout the world, volunteerism plays an important role in every society and
culture. As outlined in the previous section, the economic benefits of volunteerism are
undeniable, and the volunteer sector plays a significant part in most economies around
the world (Davis Smith, 2000). Because of this, governments around the world have
attempted to harness and utilise the not-for-profit sector, including volunteers. This
has led to fears that governments may eventually withdraw services, leaving the
sector to pick up the pieces (Davis Smith, 2000; McDonald & Warburton, 2001). The
New Zealand Government has recognised the need to create an effective and
collaborative relationship with the not-for-profit sector, including opportunities for

meaningful involvement in decision-making (Internal Affairs, 2016; Senior, 2006).

Attempting to describe a typical volunteer is fraught with difficulty, given the wide

breadth of activities, cultures, and nationalities involved. There are, however, some
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general characteristics that have been identified. Volunteers tend to score higher on
the personality traits of extroversion and agreeableness compared to the general
population, and, at least within the United States, they are more often women than
men (Wilson, 2012). There is a higher rate of volunteerism amongst those with higher
socio-economic status (Hustinx, Cnaan, & Handy, 2010), as well as amongst those
involved in part-time work (Wilson, 2012). Though there is a demand for volunteers
in many areas, placing high recruitment demands on volunteer managers (de Haas,
2012; Pells, 2008a; Smith, Cordery, & Dutton, 2010), this is not always the case. In a
report investigating the demand for hospital volunteers, Handy and Srinivasan (2005)
discovered that hospitals were not utilising all of the volunteers available to them, and
considered any recruitment against whether the costs incurred by the volunteers
would be offset by their output.

Whilst there is a growing body of research into volunteers and volunteerism, it is still
a relatively under-researched area, particularly in studies utilising strong theoretical
approaches (McDonald & Warburton, 2001). A criticism of research in this field is
the lack of strong theoretical frameworks (Shye, 2010), and the lack of a unified
theory towards a phenomenon that spans multiple research fields, cultures, and
nationalities (Hustinx et al., 2010). There is a high risk of bias in volunteerism
research, with a preference for self-reporting increasing the risk of volunteers trying
to make themselves look more favourable (Aydinli et al., 2016; Shye, 2010), and a
general tendency across all literature to emphasise the more virtuous aspects of

volunteerism (Hustinx et al., 2010).

Definitions of Volunteering

The United Nations definition of volunteerism underpins most common definitions
around the world (see Ellis et al. (2014) for a comparison of the definitions across
various European countries). This identifies three basic criteria for activities to be
classified as volunteering, these being: not undertaken for financial gain, undertaken
of one’s own free will, and benefitting a third party or society at large (The
Department of Internal Affairs, 2001). Within each of these criteria there is some
flexibility, and none is mutually exclusive. For instance, an activity may be
undertaken of one’s own free will, yet it could still be influenced by feelings of

obligation such as to society or culture. Snyder and Omoto (2008, p. 3) define



volunteering as “freely chosen and deliberate helping activities that extend over time,
are engaged in without expectation of reward or other compensation and often
through formal organisations, and that are performed on behalf of causes or
individuals who desire assistance.” There is growing acknowledgement that due to the
wide scope of volunteering activities across the world, any activity may only fall
within the bounds of volunteering to a matter of degree (Cnaan, Handy, &
Wadsworth, 1996).

Other attempts to define volunteerism have emphasised the nature of the activity, or
the levels of engagement of the volunteer. Examinations of the nature of the activity
have included the difference between planned and spontaneous acts of helping
(Aydinli et al., 2014), the length of service, ranging from episodic events through to
continuous service (Mykletun & Himanen, 2016), and the nature of volunteerism,
such as mutual aid, philanthropy, participation and advocacy (Davis Smith, 2000).
Descriptions of the levels of engagement of volunteers have included willingness to
engage, ranging from obligated to enthusiasts (Alexander, Kim, & Kim, 2015), and
levels of enthusiasm, ranging from active engagement through to passive involvement
(Holmes & Slater, 2012). A model developed by Snyder and Omoto (2008) proposes
volunteerism as a process with three stages: antecedents, experiences and
consequences, and across four levels: the individual, interpersonal, agency and
societal. Antecedents refer to the personality, motivational, and circumstantial
characteristics of individuals that lead them to volunteer. Experiences refer to the
psychological and behavioural aspects of interpersonal relationships that occur whilst

volunteering, and consequences refer to the impact of their service at various levels.

An area of volunteering that is attracting increasing attention is informal volunteering.
The distinction between formal and informal volunteering is constantly moving, but
historically formal volunteering has been described as taking place within a non-profit
organisation, and in a designated volunteer position (Ellis et al., 2014). By contrast
“informal volunteers are self-appointed and self-managed, engaging in activities such
as helping neighbours, supervising local traffic flow, or sending information to
politicians” (Hustinx et al., 2010, p. 7). In Western cultures formal expressions of
volunteerism are more common, whereas among minority groups, less developed
countries, and lower socio-economic groups, informal volunteering is more frequent

(Hustinx et al., 2010). The increasing recognition of informal volunteer activities
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prompted Volunteering Australia to re-examine, and ultimately change their definition

of volunteering, to be more inclusive of these activities (Ellis et al., 2014).

Differences across Culture and Nationality

Volunteerism, in some form, occurs within every country of the world, though how it
is expressed varies widely across different cultures, groups, and nationalities. A study
of business students in Europe and the United States by Offstein, Chory, & Childers Jr
(2015), demonstrated differing approaches to a volunteering task, highlighting
different understandings of volunteerism between the two cultures. When the two
groups of students were given loose instructions to accomplish “five hours of
goodness” that would “make the world, the community, the life of another better” the
US students chose to undertake the volunteer service individually and in areas where
they were already active, whereas the Central European group chose to collaborate on
a shared project that they created together as a result of the project (Offstein et al.,
2015, p. 77). This difference of approach may not only suggest a difference in culture
and understanding between the two groups, but also a wider shift in the nature of
volunteerism. The modernisation of society emphasises the importance of
individuality, which in turn appears to be shifting volunteerism in some parts of the
world towards a more individualistic approach (Wilson, 2012). Davis Smith (2000)
identifies widespread differences in the public perceptions of volunteering between
countries, noting that the less economically developed the country is, the less formal
its volunteering structures are likely to be. Countries with less structured volunteering
networks therefore rely more heavily on informal networks of mutual aid and self-

help.

Motivations can be strongly affected by culture, with understanding of volunteerism
differing across various cultures. Within New Zealand, for example, the term
volunteer is rarely used by Maori and Pacific peoples, who see many of these
activities as an expected contribution to their community and/or family (Tamasese,
Parsons, Sullivan, & Waldegrave, 2010; The Department of Internal Affairs, 2001).
Within these cultures, the common Western motivation of altruism is replaced by
notions of obligation, duty, reciprocity and mutuality (Tamasese et al., 2010). For
Maori, the term manaakitanga is preferred to volunteerism, which is loosely translated

as hospitality, and denotes acts of caring and sharing with others (The Department of
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Internal Affairs, 2001). The notion of volunteering as a normal part of community life
is also noted within religious communities, where it is commonly expected that
church members will contribute both to their church and the wider community (Lukka
& Locke, 2003).

Volunteerism within New Zealand

Volunteering New Zealand defines volunteering as “work done of one’s own free
will, unpaid, for the common good” (Volunteering New Zealand, 2014, p. 1). Rates of
volunteerism and giving within New Zealand are amongst the highest in the world,
with it being ranked as the world’s fourth most charitable country in the 2016 World
Giving Index (Internal Affairs, 2016). The labour value of volunteers has been
estimated at $3.5 billion per year, which equates to 1.7% of New Zealand’s Gross
Domestic Profit. A national survey in 2013 found that the number of people
volunteering had risen by 20%; however, the average hours that a volunteer worked
had fallen (Internal Affairs, 2016).

As noted earlier, there has been an increased willingness from the New Zealand
Government to partner with volunteer organisations in the not-for-profit sector.
Historically this has not always been the case, with the 20th century seeing a “moving
frontier” of welfare between the not-for-profit sector and the state (Tennant, 2001).
The rise of the New Zealand welfare system in the 1970s was in many ways a state
response to the failure of the voluntary sector to provide for the public’s welfare
needs. Today, however, the state and not-for-profit sector are closely linked together,
with Government grants totalling $4.1 billion pouring into the sector, representing
10.8% of total income (Internal Affairs, 2016). But this relationship is not totally
welcomed by all. Many within the not-for-profit sector remain wary of the increasing
compliance and regulatory requirements that come with government funding (Ellis et
al., 2014; Internal Affairs, 2016).

Motivational Theory

Motivation has been conceptualised in various ways over the history of motivational
research. Early theories were based around the belief that motivations were created by
inherent factors within the individual such as drives, needs and beliefs (Urdan &
Schoenfelder, 2006). Later behaviourist theories, such as Skinner’s operant
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conditioning approach, proposed that motivation to engage in learning comes from
contingencies associated with familiar tasks (Skinner, 1954). Thus, positive
reinforcement will encourage a learner to attempt similar tasks, but negative
reinforcement will reduce future motivation for similar tasks. Cognitive approaches
focus on a learner’s belief about the probability of success in a learning activity. An
example of this cognitive approach are attribution theories, which state that people try
to bring order to their lives by developing implicit theories as to why things have
happened (Tollefson, 2000). Social cognitive theories, such as Bandura’s theory of
self-efficacy, state that individuals’ beliefs are also influenced by social contextual
factors. In his theory of self-efficacy, Bandura (1986) argued that an individual’s
belief as to whether they could achieve a particular task is the most crucial
determinant as to whether they will go on to complete it.

Other approaches include those focussed upon personal agency beliefs such as self-
determination theory (Deci & Ryan, 2008). In this theory Deci and Ryan propose that
humans have three innate needs which must be fulfilled in order to achieve self-
motivation and personal well-being. These needs are: relatedness (the ability to find
security and belonging in a social environment), competence (developing self-worth
by experiencing mastery) and autonomy (to have individual control over one’s own
life and actions). In his motivational systems theory, Ford (1992) proposes that
achievement and competence are the results of a motivated, skilful and biologically
capable person interacting with a responsive environment. Thus the four prerequisites
for someone to complete an activity effectively are: the person must have the
motivation to initiate and maintain the activity until it is complete, the person must
have the skill necessary to execute the activity, the person’s biology must be able to
support the operation of the motivation and skill components, and the person must

have a cooperative environment.

The Motivations of VVolunteers

People have various motivations for volunteering which are often complex, multi-
layered, and can develop and change over time (Clary & Snyder, 1999; Pells, 2008b;
Yeung, 2004). Further, individuals may not be consciously aware of their true
motivations for volunteering (Aydinli et al., 2014; Offstein et al., 2015). Motivational

differences have been discovered across various nationalities, which suggest that they
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may be affected by both structural factors, such as political and welfare systems, as
well as cultural factors, such as the levels of individualism and religiosity (Groénlund
et al., 2011). Educational achievement has been demonstrated to be the strongest
predictor as to whether someone will volunteer or not (at least in a formal capacity),
with those with higher education being the most likely to volunteer (Burns, Reid,
Toncar, Anderson, & Wells, 2008; Shye, 2010; Wilson, 2012). Getting people to
volunteer early in life has been shown to be a powerful tool to enhance volunteerism,
with studies showing that those who volunteer in high school (even when obligated)
are more likely to continue to volunteer in college and then also into their working life
(Fényes, 2015; Simha, Topuzova, & Albert, 2011). In a study of volunteers working
at a healthy living centre, Warren and Garthwaite (2015) noted that many of those
volunteering decided to either enter or re-enter volunteerism as a result of a milestone
event in their life such as their children leaving home, or retirement. However, it has
been found that retirees who have no previous history of volunteerism are very

unlikely to start volunteering once they retire (Wilson, 2012).

One area receiving particular attention in the area of volunteer motivation, is the
influence of religion and spirituality. Youth involvement in religion has been found to
have a positive effect on volunteerism as an adult, and is a stronger predictor than
gender, marital status or nationality (Wilson, 2012). Okun, O’Rourke, Keller,
Johnson, and Enders (2015) found that religiosity (a pursuit of the sacred via
membership in religious institutions) was a stronger predictor than spirituality (a
reference to transcendence without necessarily being bound to religious traditions). In
a study of youth in Eastern Europe, Fényes (2015) found that church attendance alone
was a weak predictor of volunteer participation; however, it became significant when
isolated to those who regularly prayed, or belonged to religious sub-groups (such as a
youth group). Lukka and Locke (2003) note that it is dangerous to categorise faith
based volunteering as a single entity, as each faith has distinctive features, shaped by
the belief systems, norms, and institutions of the faith community which shape the
experiences of volunteers within that faith. In their study of various faith groups in
England, they did, however, identify certain principles which guided all of the groups,
such as acting selflessly, helping those who are needy, and being concerned with

social justice and inequality.
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There have been numerous attempts to define and categorise the motivations of
volunteers. The most common approach has been to split motivations into distinct
categories such as intrinsic and extrinsic, or altruistic and self-serving, as well as
many others that have multiple categories. Alternative approaches have drawn upon
wider motivational concepts such as role identity theory (Callero, Howard, & Piliavin,
1987; Chacon, Vecina, & Davila, 2007; Piliavin, Grube, & Callero, 2002) and
attachment theory (Erez, Mikulincer, van ljzendoorn, & Kroonenberg, 2008).

Whilst it would be impossible to detail all of these approaches, some of the most
important distinctions are listed below.

Intrinsic vs Extrinsic

A common definition of intrinsic motivation is that a person “is intrinsically
motivated to perform an activity when one receives no apparent reward except the
activity itself” (Deci, 1971, p. 105). By contrast, extrinsically motivated activities are
performed to obtain a separable outcome (Finkelstien, 2009), and thus are driven by
external rewards, such as the desire to improve human capital, social recognition, or

physical rewards (Degli Antoni, 2009).

Whilst intrinsic and extrinsic motivational factors are both powerful determinants of
human behaviour, they have differing effects on volunteering behaviour (Cappellari &
Turati, 2004). A survey of data from employees at an Italian public utility company
by Cappellari and Turati (2004) found that those who had higher levels of intrinsic
motivation were more likely to volunteer than those who were more extrinsically
motivated. In a study of US undergraduate students, Finkelstien (2009) found that
those driven by intrinsic motivations had a correlation with prosocial personalities and
the establishment of volunteer role identities (the process whereby a volunteer
internalises the role of volunteer), whereas there was no link for either of these
constructs from those driven by extrinsic motivations. Surprisingly, in this study
motivational orientation did not have a significant effect on either the length of time

spent volunteering, or the strength of commitment shown by the volunteer.
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Altruism

Chou (1996, p. 297) defines altruism as “voluntary, intentional behaviour motivated
to benefit another that is not motivated by the expectation of external rewards or

avoiding externally produced punishments or aversive stimuli”.

There has been a long history of debate as to whether true altruism exists, or whether
any act thought to be of an altruistic nature actually serves deeper, and possibly
hidden, selfish motives (for example to enhance social standing or feel better about
oneself) (Burns, Reid, Toncar, Fawcett, & Anderson, 2006; Clary, Snyder, & Stukas,
1998). The consensus seems to have shifted to the point of view that true altruism
may indeed exist as a motive (Piliavin & Charng, 1990). Clary, Snyder, & Stukas
(1998) note that true altruism may not actually be a useful notion to aim for, as it can
be linked to issues with volunteer burnout, and unrealistic expectations which alienate
potential volunteers. A more helpful way to look at it, may be as a conceptual duality
of altruistic and self-serving motivations, where the volunteer sits somewhere
between the two (Shye, 2010). There are always a number of motivational factors
evident for any volunteer, and thus there will exist a complex interaction between
altruistic and self-serving factors (Clary, Snyder, & Stukas, 1998; Cnaan & Goldberg-
Glen, 1991; Hustinx et al., 2010). In a study of marketing students from five US
universities, Burns et al., (2006) discovered that rather than appearing as a separate
motive, altruism was present as a factor in all of the other motivations noted by the

students as reasons to volunteer.

Whilst volunteers may be motivated by a combination of altruistic and self-serving
motivations, certain factors will usually be felt more strongly than others. In a study
of 13 countries, Gronlund et al. (2011) found that across all of the countries there
were connections between individualism and resume motivations (i.e. trying to
improve job prospects) and egalitarianism and altruistic motivations. Okun et al.
(2015) found that volunteers with a high altruistic motivation had an increased
likelihood of volunteering, and that this was even more pronounced when combined
with high levels of religiosity. In fact, altruism, or other terminologies with a similar
meaning, has been measured as the most important factor in the majority of studies,
across a wide variety of volunteer service, and volunteer delineations (Pells, 2008a).

Some examples include the following areas: those over 50 (Principi, Chiatti, &
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Lamura, 2012), Generation Y (Burns et al., 2008), bike race volunteers (Mykletun &
Himanen, 2016), corporate social responsibility (Do Paco, Agostinho, & Nave, 2013),
organisations caring for people with AIDS (Stewart & Weinstein, 1997), palliative
care (Muckaden & Pandya, 2016), cancer education (Jasperse, Herst, & Kane, 2012),
firefighters (de Haas, 2012), and conservation workers (Douglas & Rollins, 2007).
These results need to be interpreted with a degree of caution, however. Due to the
self-reported nature of all of these studies, the prospect of reporting bias poses a high
threat to validity. There is a distinct possibility that respondents will tend to report
motivations that they believe will make them look better, even if this occurs at a sub-
conscious level (Aydinli et al., 2016; Shye, 2010).

Other Approaches

Other research has defined volunteer motivation in different ways. Hackl et al. (2007)
borrowed from economic theory and split motivation into a consumption group,
which was defined as those undertaking utility bearing activities to help others, and an
investment group, containing those who were interested in building human capital. In
a literature review Pells (2008a) noted three main categories that volunteer
motivations tended to be split into: consumptive, investment and altruistic. A unique
approach put forward by Yeung (2004), is the octagon model of volunteer motivation.
This model was devised as a result of a phenomenological study of volunteers from
the Evangelical Lutheran Church of Finland, and maps four dimensions, each with
two contrasting poles which are either inward or outward focused. The eight poles are
getting and giving, continuity and newness, distance and proximity, and thought and
action. Yeung contends that volunteers will sit somewhere in the middle of each of
these poles, making it possible to map out a complex motivational profile of the

volunteer.

Cnaan and Goldberg-Glen (1991) argue that two, three, or even six category models
are insufficient, and that volunteer motivation can only be described as a uni-
dimensional model. Through examination of all meaningful previous studies of
volunteer motivation, they mapped out 22 distinct motives which could not easily be
placed within any of the previous 2, 3, or 6 category models. Thus, they concluded
that volunteers do not actually distinguish between types of motives, but rather act on

a unique combination of any of the various motives that they had outlined. This
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combination of motives comes together for the volunteer as a unified whole, which

they have termed a unidimensional model.

Several studies have proposed new motivations, specific to their particular context,
which have not been covered within previous motivational frameworks. These include
an adrenalin surge for emergency services volunteers (Pells, 2008b), the myth of a
hero’s adventure for overseas development workers (Hudson & Inkson, 2006), and
the attraction of a foreign destination for volunteer tourists (Grimm & Needham,
2012).

The VFI — A Functionalist Approach to Volunteer Motivation

The most common method for measuring volunteer motivation is the Volunteer
Functions Inventory (VFI) which was developed by Clary, Snyder, Ridge, et al.
(1998). Functional theories of motivation describe the adaptive and purposeful
strivings of individuals towards personal goals, and emphasise that similar behaviour
can serve different psychological functions for different people (Clary, Snyder, Ridge,
et al., 1998; Houle et al., 2005). Clary, Snyder, Ridge, et al. (1998) stress that
volunteers may have a combination of any of these motivations, and two volunteers in
the same organisation will likely have a completely different combination of
motivations even when undertaking similar tasks. Further, two people can have
similar purposes for volunteering which serve completely different motivational
functions. For example, two volunteers could state that they enjoy the interaction with
experienced peers whilst serving as a volunteer. However, whilst VVolunteer A may
enjoy this simply because of the social interaction, Volunteer B may enjoy the
wisdom the experienced volunteer imparts, which enables them to complete
assignments towards a desired qualification. Thus, the same attitude serves a social

function for volunteer A, and a career function for volunteer B.

The VFI has now been used and tested across a wide range of volunteer areas. When a
prototype was analysed against a national survey of American adults the results
provided considerable support towards a functional approach of volunteer motivation
(Clary, Snyder, & Stukas, 1996). The VFI also proved reliable when tested in
different fields such as with online panellists (Vocino & Polonsky, 2011) and parks
and recreation volunteers (Silverberg, Ellis, Backman, & Backman, 1999). Across all
of the various areas it has been used, the three highest functions have been values,
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understanding and enhancement, though this does vary between different groups
(Clary & Snyder, 1999; Newton et al., 2014). There have also been certain trends
noted for the functions, such as the belonging function being negatively correlated
against educational achievement (Ferreira, Proenca, & Proenca, 2012), volunteers
with a high career function finding dissatisfaction in workplaces with less job
resources (Lo Presti, 2013), and the career function being negatively correlated with
age (Ferreira et al., 2012). Employees who were compelled to volunteer as a part of a
corporate social responsibility programme were found to have the same order of VFI
functions as other volunteers doing the same activity, but at consistently lower levels
(Do Paco et al., 2013). Key criticisms of the VFI include that it is eclectic with little
theoretical basis, it does not use an exhaustive list of functions, not all of the functions
have the same level of generality, and the responses are subject to desirability bias
(Shye, 2010; Wilson, 2012).

Stages of Volunteer Motivation

There are several different stages of volunteer motivation which will likely change as
a volunteer continues with an organisation. Chacon et al. (2007) have proposed a
three stage model of volunteer service: the initial phase, greater involvement, and
sustained involvement. During the initial phase, satisfaction of initial motivations to
volunteer is the best predictor of satisfaction, and therefore, continued service. This is
a contention that has been noted across much of the literature (e.g. Clary & Snyder,
1999; Douglas & Rollins, 2007; Houle et al., 2005). As the volunteer continues in
their role, their level of commitment to the volunteer organisation becomes the
fundamental influence over whether they will stay or not. Eventually, in the last
phase, role identity becomes paramount, as for a volunteer to sustain long term
involvement, they need to assume the role of the volunteer. At this point the role of a
volunteer becomes internalised to the point where it is something that one is, and not
just something that one does (Finkelstien, 2009). These stages were confirmed by
Jiménez, Fuertes, & Abad (2010) who went further to chart the specific characteristics
of volunteers who had remained into the final stage, having completed over eight
years of service. Many of the findings were expected, such as organisational
commitment, a strong role identity, and satisfaction with friendships within the

organisation. But a surprising result was a higher level of emotional exhaustion noted
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by the experienced volunteers. This seems to suggest that volunteers require there to
be an important cost to their actions so that they feel that it is worthwhile. A similar
finding was also noted by Stukas, Worth, Clary, and Snyder (2009) who found that
matching tasks to volunteer motivations made the volunteerism more exciting and

interesting, but also more draining and frustrating.

There are a number of other factors that have been identified as important to the
retention of volunteers. One of the most important of these is the need for adequate
supervision. Volunteers appreciate managers who understand their motivations
(Grimm & Needham, 2012), have a good understanding and experience working with
volunteers (Silverberg et al., 1999), and put in place good support structures (Lo
Presti, 2013; McCudden, 2000). Other factors which have been identified as affecting
the retention of volunteers include social and organisational recognition (Lo Presti,
2013; Mykletun & Himanen, 2016), good information and communication (Lo Presti,
2013; Warren & Garthwaite, 2015), a sense of success from their contributions
(Fortier, Auger, & Froment-Prévosto, 2007; Mykletun & Himanen, 2016), and fun
(Fortier et al., 2007).

Training Volunteers

When using the term training, is should be noted that this term is used instead of the

terms education or learning. As Pells (2008a, p.3) notes;

Training is instruction that is directly related to the employment activity of the
trainees, and usually given in their place of employment. This differentiates
training from education, which is typically less specific to the trainees’ work
tasks and most often (but not always) undertaken prior to employment. Both

training and education are a subset of the more inclusive concept of learning.

Within this thesis | will exclusively be using the term training, in keeping with usage
by the volunteer organisations within this research, and in much of the literature on

volunteers (e.g. Huang et al., 2014).

In considering the training of volunteers, it is imperative that the needs of both the
organisation and the volunteer are considered. The major barriers towards training for

organisations are time and money (Nichols et al., 2005; Pells, 2008a). Generally
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organisations will invest in training if the benefits they receive through productivity
gains are high enough to offset the costs (both through putting on the training, and
loss of productivity). Training can also offer benefits to the organisation such as
increased awareness of company values and brand, and risk mitigation (Babbage,
1990).

Training is most likely to be seen as a benefit for a volunteer when it relates directly
to their motivations for volunteering (Newton et al., 2014; Pells, 2008b), and can have
many benefits for volunteers including personal growth, helping to pull volunteer
teams together, and giving them a shared purpose (Kenwright, 2000). But for many
volunteers mandatory training can be seen as a barrier, with the main reasons for this
including family, time, and work commitments, lack of relevance, and threatening
assessment (Attewell, 2009; Pells, 2008a; Warren & Garthwaite, 2015). This does not
mean that training is a deterrent for all volunteers, as in a number of studies intense
training programmes have actually attracted volunteers to a programme (Muckaden &
Pandya, 2016), demonstrating organisational commitment to both the training
programme and the volunteer’s work (Kinnane, Waters, & Aranda, 2011; Newton et
al., 2014), and leading to higher satisfaction rates (Lavenburg & Bernt, 2012). But
volunteers with different motives will not value training events in the same way, as
they will have differing needs and expectations of the volunteering activities, and thus

the training event (Newton et al., 2014).

The effectiveness of a training programme will depend upon a combination of both
trainee attributes, and the effectiveness of the trainers and delivery methods used
(Arthur, Bennett, Edens, & Bell, 2003; Noe, 1986; Salehi, Strawderman, Huang,
Ahmed, & Babski-Reeves, 2009). Wlodkowski (1997) argues that motivation is
inseparable from culture within a learning environment. Differences in cultural
experience and demographic both affect how volunteers react to training (Ginsberg,
2005; Salehi et al., 2009), and satisfaction with a training programme will influence
not just that training event but also any subsequent learning (Noe 1986). There has
been little empirical research undertaken into the effectiveness of volunteer training
programmes (Bautista, 2015; Huang et al., 2014). In one of the few studies available,
Huang et al. (2014) examined four different methods of volunteer training for truck

drivers in the United States. Interestingly those who selected face-to-face training had
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the most engagement with the training, but those who undertook web-based training

performed the best with assessment.

General Features of Effective Professional Development

Though there has been little research into the most effective methods of training
volunteers (Bautista, 2015; Huang et al., 2014), there is a wealth of literature detailing
the aspects that make up good professional development activities in general
workplace environments (e.g. Boud & Hager, 2012; Eraut, 2004; Murphy & Calway,
2008; Piggot-Irvine, 2006). The assumption that human resources practices used
within paid workforces can be directly transferred to volunteer environments is
subject to debate (Laczo & Hanisch, 1999). However, in the absence of research about
volunteer training methods, the features of workplace professional development
activities are generally used as the benchmark for both employees and volunteers.
These features include: the need for flexibility in the teaching programme,

collaborative learning, transfer of learning, and organisational support.

A feature of successful professional development activities is the use of collaborative
learning, which allows learners to observe, engage and discover new processes of
thinking in action, as they encounter different learning approaches from others within
the group (Cervero, 2001). This collaborative approach has also been noted as a
successful teaching method within volunteerism. Pairing volunteers with a permanent
staff member, or experienced volunteer, has proven in many cases to be a useful tool
in helping to ground knowledge back into the workplace (Babbage, 1990; Douglas &
Rollins, 2007).

An aspect that has been regarded by many as one of the most crucial elements to help
obtain lasting learning outcomes, is the transfer of learning (the ability to transfer
what has been learnt at a training event back into a practical work situation) (Cervero,
2001; Eraut, 2004; Murphy & Calway, 2008). This transfer process from the abstract
to the practical is described by Daley (2001) as a part of the actual meaning making
process. Without this contextualisation process, people in diverse roles, and
encountering complex situations, must rely on the retrieval of prescriptive knowledge

which will tend to help little with complex real-world problems.
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Lastly, in order for learning to translate into practice there must be organisational
support of the learner. This organisational support can occur (or not occur) on a
number of levels. The wider attitude of the organisation towards learning has been
found to affect an employee’s confidence in the learning process (Boud & Hager,
2012; Dailey, 1984; Eraut, 2004), and the attitude of the learner’s manager is one of
the most crucial factors determining whether a learner will be successful in
implementing new knowledge (Eraut, 2004; Murphy & Calway, 2008). On a more
practical level, learners must be provided with the practical resources, such as
necessary equipment, money, and information, that they need, if they are to

effectively transfer learning back into the workplace (Noe, 1986).

Professionalisation of the VVolunteer Sector

Within New Zealand, volunteer organisations take a variety of approaches to the
training of their volunteers. Increasingly there is pressure on many volunteer
organisations, and particularly those within more formal workplaces with external
contracts, to train volunteers using formal qualifications that sit on the New Zealand
Qualifications Framework (NZQF) (Pells, 2008a). This is partly due to the desire of
volunteers to receive qualifications that are externally recognised, a finding that is
described within the responses of the volunteers later in this report. But it is also due
to the increasing pressure for volunteer organisations to professionalise their
operations and training systems due to external pressures, such as requirements that
are necessitated by government funding (Nichols et al., 2005; Pells, 2008a). This
parallels similar pressures felt by volunteer organisations in other countries, such as
Australia (Ellis et al., 2014) and England (Nichols et al., 2005; Taylor & Garratt,
2010). The pressure to professionalise within the voluntary sports sector in England,
has been caused by both the requirements of external funders (such as the
government), and competition from private providers. This has led to feelings within

the sector of centralisation, regulation and uniformity (Taylor & Garratt, 2010).

Tertiary Education Reforms

The last 30 years have been a time of huge transition within the educational sector in
New Zealand. Starting in the late 1980s and early 1990s, and as a direct result of

concerns over the state of the New Zealand economy, education became a means to
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transition people into work (Strathdee, 2011; Vaughan, 2005). The governments of
that time believed that people in a post-industrial economy required high levels of
skills and qualifications (Strathdee, 2012) and so introduced a single qualifications
framework (refer to Table 2.1) with a common system for measuring and recording
learning (Strathdee, 2011). New Zealand remains today as one of only a handful of
countries with a unified or comprehensive qualifications system (Chan, 2016). The
result of these far-reaching changes was to shift education systems away from
professional accountability and towards systems of government accountability and
audit (Vaughan, 2005). It also broke down the previous distinctions between
academic and vocational knowledge, with all forms of knowledge seen as being of

equal value, and transferability of learning seen as a key aim (Strathdee, 2011).

Another change was the introduction of a market-based bulk-funding system for
education, with funding dependent upon the numbers of equivalent full time students
that a provider had (Vaughan, 2005). The unforeseen consequence of this shift was a
massive increase in private education providers and programmes, and a “bums-on-
seats” mentality that tended to emphasise the need for student numbers over quality
outcomes. This was addressed in the 2000s by the introduction of the Tertiary
Education Commission which was tasked with directing tertiary investment into areas
of strategic relevance (Strathdee, 2011; Vaughan, 2005). Both of these models have
seen tensions arise between the needs of funding structures which are outcomes

based, and learners, employers and industries (Chan, 2016). In a survey of tertiary

Table 2.1: Qualification Types on the NZQF

Level Certificate Diploma Degree
10 Doctoral Degree
9 Master's Degree
8  Postgraduate Certificate Postgraduate Diploma Bachelor Honours Degree
7 Graduate Certificate Graduate Diploma Bachelor Honours Degree
6  Certificate Diploma
5  Certificate Diploma
4 Certificate
3  Certificate
2  Certificate
1  Certificate

Note: Adapted from http//www.nzga.govt.nz/studying-in-new-zealand/understand-nz-quals/
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education staff the Tertiary Education Union found that institutional pressure to
increase completion rates (which are a key funding criterion) put pressure on their
staff to pass students regardless of whether they had met the criteria or not
(Oosterman, Sedgwick, & Grey, 2017).

The final major change within the New Zealand tertiary sector has been the increased
influence of Industry Training Organisations (ITOs). These bodies were established in
1992 as a result of the Industry Training Strategy, and were seen as a way for
industries to control the development and management of their industry training
programmes (Strathdee, 2011). However, in the years since, the purpose of these ITOs
has constantly shifted according to the changing political persuasions of the New
Zealand Government (Strathdee, 2012). In 2002, the new Labour Government argued
that the previous market-led approach had led to unsatisfactory results in terms of the
quality of training provided, and appropriateness of skills produced (Moses &
Strathdee, 2007). Further, it argued that employers were not investing sufficiently in
training and development, and so advocated for a more active relationship with ITOs
in developing and reforming training within their sectors. Gradually this has led to
tension between the Tertiary Education Commission and ITOs, particularly around
areas such as outcomes based funding structures (Chan, 2016; Moses & Strathdee,
2007). Funding for qualifications is administered by TEC based on a provider’s
qualification completion rates; however, this does not always work well for industries
that would prefer smaller or more flexible training which may not lead to a completed
qualification. Presently the New Zealand Government spends three billion New
Zealand Dollars per year towards the education of 565,000 tertiary students, including
138,000 within industry based training (Ministry of Education, 2014).
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Method

The purpose of this chapter is to describe the methodology used to undertake this
research project. Firstly, the rationale for the use of a qualitative case study approach
is given, and the features of this approach are described. The research method is then
detailed, with descriptions of the two volunteer organisations, training events, and
data collection methods. Following this the data analysis methods will be explained,
both for the VFI questionnaire, and the semi-structured interviews. Finally, the

trustworthiness of the findings and ethical issues are explored.

A Qualitative Approach

Whilst there is a growing body of research into the motivations of volunteers, and
some exploration into effective training methods for volunteers, there has been little
critical research into the interactions between these two phenomena. The lack of prior
research in this area meant that an explorative approach was most suitable for this
study. Qualitative research seeks to understand and describe people’s experiences as
opposed to quantitative research which typically seeks to test hypotheses or theories
(Johnson & Christensen, 2012). The use of a qualitative approach permitted an in-
depth exploration of the feelings and perspectives of the volunteers in the research,
and provided a detailed description of a largely unexplored research area.

Those using qualitative research methods tend to select an interpretative paradigm to
inform the assumptions they are making about: the nature of reality (ontology), what
is known (epistemology), the inclusion of values (axiology), how the research
emerges (methodology), and how the research is written (rhetorical) (Creswell,
Hanson, Plano Clark, & Morales, 2007). For this research a constructionist approach
was selected. Researchers who utilise this approach “claim that truth is relative and
that it is dependent on one’s perspective” (Baxter & Jack, 2009, p. 545).
Constructivist research relies heavily upon detailed description of contextual factors,
due to the belief that “reality is constructed by individuals interacting with their social
worlds” (Merriam, 1998, p. 6). As the construction of knowledge is believed, within
this approach, to be heavily influenced by a learner’s context, it is important to
understand and describe wider contextual factors as a part of the research. A

constructionist paradigm fits well with the use of a case study approach due to the rich
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description that is afforded by this research method (Baxter & Jack, 2009; Creswell et
al., 2007).

There was a small quantitative element to the research, in the form of a widely used
standardised questionnaire. This was a minor part of the overall research and used as a
point of triangulation to confirm the more significant data from the semi-structured
interviews. The intent of this instrument was not to alter the exploratory and
descriptive nature of the research, and therefore shift the research as a whole away

from a qualitative approach.

Case Study Research Design

“Case studies are differentiated from other types of qualitative research in that they
are intensive descriptions and analyses of a single unit or bounded system” (Merriam,
1998, p.19). Griinbaum (2007) describes six major characteristics of case studies: The
study objects are always related to people who are studied in their natural
environment. They are based on contemporary (and therefore not historical)
phenomenon. They take a holistic perspective, and try to identify and understand
contextual factors. The studies are usually qualitative, where the objective is
descriptive, exploratory, or explanatory. The researcher has no control over crucial
events unfolding in the context. There are numerous data sources utilised by the
researcher. And rich contextual accounts are produced to describe the phenomenon.

Merriam (2009) argues that the single most defining characteristic of case study
research is the limiting of a study to a particular object, or case. This object of study
becomes a bounded system, a single entity around which there are boundaries which
fence in that which is to be studied. The boundaries around the case can include time
and place, time and activity, and definition and context (Baxter & Jack, 2009). The
collective case study approach (also referred to as multiple case study approach) is
used to gain greater insight, by utilising more than one unit of study (Johnson &
Christensen, 2012). Within this approach there is only one issue of concern, but
multiple studies are utilised to show different perspectives, and further illustrate the
issue (Creswell et al., 2007).

The issue of concern for this multiple case study was the relationship between training

and the motivation of volunteers. To investigate this issue two cases were utilised,
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which were the two volunteer organisations, and as will be detailed further below,
these two cases were further bound by length of service. Thus, the case study was
limited to volunteers from two voluntary organisations, who had undertaken the
organisation’s training programme, but had a maximum of two years of volunteer

service with the organisation.

Common criticisms of qualitative case studies involve issues of reliability, validity
and generalisability (Merriam, 2009). The use of multiple methods of data collection,
and multiple sources can help to alleviate some concerns regarding trustworthiness of
the data. To further improve trustworthiness Yin (2009) calls for a chain of evidence
that could be used by another researcher to track through each step of the case.
Qualitative case studies, however, will never achieve results that can claim to be
generalised across a general population. The intent is instead to provide a rich and
detailed description of the bounded system that is being studied.

Research Method and Procedures

The following section details the methods or tools used to collect the data used for this
research. Having settled upon a qualitative case study approach for the project, it was
necessary to select research methods that complemented this approach.

Participants

Investigations into the characteristics of volunteers within New Zealand have shown
marked contrasts in the age, gender, household income, and stage of life of volunteers
across different areas of the volunteer sector (Charbonneau, Brennan, & Hercus,
2006). Whilst it cannot necessarily be assumed that consistency of such factors will
equal consistency of motivation or experience as a volunteer, it did seem prudent to
include the perspectives of volunteers from more than one environment. Two
volunteer organisations with contrasting volunteer activities were invited to
participate in the study. Meetings with both organisations were held, and once they
had agreed to participate, copies of the organisational consent form were signed.

Within each organisation a purposive sample of volunteers with less than two years of
experience was sought. The decision to restrict the sample size to those with less than

two years of experience was made for two reasons. Firstly, a key aspect of the
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research related to the participant’s initial motivations to volunteer and how these
motivations were influenced by the induction training that they received. Secondly,
the initiation training procedures of both organisations generally occurred over the
first two years of volunteer service (though ongoing informal training and
professional development activities did continue after this period). Restricting the
sample size to those with less than two years of experience attempted to mitigate
recall bias by ensuring that the answers were coming from those with recent memories
of why they were motivated to join, whilst still including the perspectives of

volunteers who had been through the whole initiation procedure.
Volunteer Organisation A

The volunteers from Organisation A were selected from two fire stations in the
Wellington region. Volunteers are required to attend a weekly training night, where
informal training is conducted, and news is disseminated. Additionally, new recruits
are required to complete mandatory formal training before they can participate fully in
firefighting activities which may involve a call out to an emergency situation at any

point during the week.

Each of the stations was visited during one of the training nights, and the research was
briefly explained to the firefighters. Invitations to participate were then offered to
those who met the criteria. Four volunteers responded positively and each was

subsequently interviewed.

Of the four participants, three from Organisation A were male and one was female,
and they had an average age of 25. Two identified themselves as students, and two
were in full time employment. All participants were of European descent, with two
identifying themselves as New Zealand European/Pakeha and two identifying
themselves as British/English. The length of service of the group ranged from one
month to three years, which included one volunteer who fell outside of the initial
criteria of having less than two years of service. However, due to the relevancy of
their responses, and the fact that they were still undertaking induction training, it was

decided to include their responses as part of the research.
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Volunteer Organisation B

Volunteers from Organisation B are adult literacy tutors providing one-to-one or
small group tutoring for adults with low literacy and numeracy skills within a suburb
in the greater Wellington region. Before taking on any students, prospective tutors are
required to complete a block course and follow up assignments towards a nationally

recognised qualification.

Of the three participants from Organisation B, two were female and one was male,
and they had an average age of 58. Two identified themselves as being retired and one
as in full time employment. All participants were of European descent with two
identifying themselves as New Zealand European/Pakeha and one identifying as

British. The length of service of the group ranged from one month to two years.

Table 3.1: Study Participant Demographics (Both Organisations)

Age  Gender Ethnicity Employment Status Length of Service
16-20 Male English Full Time Employee 2-3 Years

16-20 Male NZ European Student 1 Year

16-20 Male Pakeha Student 5 Months

30-39 Female NZ European Full Time Employee 2 Months

40-49 Female British Full Time Employee 1 Month

65+  Female British Retired 1 Month

65+  Malke Pakeha Retired 2 Years

Difficulties Recruiting Participants

Whilst it was initially hoped to include the perspectives of a greater number of
participants, this proved to be more difficult than expected. In contrast to research
with permanent employees, where interviews may be undertaken during work time,
any interview with a volunteer will usually happen in their spare time. For many, and
in particular for those already busy with work, family, their volunteering, and any
other pursuits, participating in additional research can be an extra burden that they are,
quite rightfully, unwilling to undertake. This is particularly so for new recruits who
are already undertaking induction training. Many of the participants noted how they
found it difficult to find the time to complete assessments, and so their generosity in
finding more time to participate in this research is greatly appreciated. Time is a
valuable commodity within the voluntary sector, and it is a consideration that must be

factored into the expectations of any research within this area.
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Data Collection

Researchers utilising the case-study method tend to be pragmatic and utilise multiple
methods and data sources (Johnson & Christensen, 2012). The two main methods of
data collection in this thesis were semi-structured interviews and a short
questionnaire. Further information was gathered via visits to the volunteer sites,
informal conversations with volunteers, and exploration of the organisations’

websites.

Shye (2010) notes the need for rigorous research methods when researching the
motivations of volunteers, to avoid eclectic results with little theoretical basis. The use
of semi-structured interviews is consistent with any qualitative explorative research
which seeks to gain in-depth insight into various phenomena (Denzin & Lincoln,
2008). Merriam (2009) states that interviewing is the best technique to use when
conducting intensive studies into a few selected individuals. The VFI Questionnaire is
one of the most rigorously tested and reviewed tools to diagnose the motivations
underlying volunteerism (Clary, Snyder, Ridge, et al., 1998). This short quantitative
questionnaire was given to participants prior to the interview to ground any
motivational findings against a previously tested motivational framework, and to

serve as a reference point for themes emerging from the interviews.

Setting

Prior to the interviews | was invited to attend training nights at both fire stations in
Organisation A: to get a sense of the training that goes on, and to meet participants
from this organisation prior to arranging interviews. This allowed me to observe
training activities first-hand, meet and talk with a number of the volunteers, and get a
feeling for the culture of both stations. Following these training nights, contact was
made by email with those who had expressed interest, to give further information and
to arrange an interview time. Organisation B preferred to send information about the
research directly to potential participants, and requested that anyone who was
interested was to contact me. Prior to the interviews | was able to visit the centre,

meet some staff members, and get a snapshot of the volunteers’ environment.

Once contacted by the volunteers, I arranged a time and place for the interview based

upon what was most convenient to the participant. Interviews were held in a mixture
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of the organisation’s base, participant’s workplace, and my workplace. Initially it was
hoped to conduct a second interview with participants to try and measure changes in
motivation over the intervening time period. But due to the wide range of length of
service within the sample group, and the depth of data already captured, this was
deemed to be unnecessary. Whilst it certainly would have added some extra detail and
insight, it was thought not to be worth the extra inconvenience to a group of people

for whom time was already an important factor.

Process

Prior to the interviews, participants were given the participant information sheet, and
once they had arrived at the interview they were asked to complete the participant
consent form. Following this process they were given a paper copy of the VFI
Questionnaire and asked to complete it, which usually took approximately five
minutes. | remained in the room whilst this was being completed, as the questionnaire
often elicited questions or comments from the participants which | referred back to
during the interview if necessary. Once they had completed the questionnaire,
participants were led through a semi-structured interview using the questions from a
pre-prescribed schedule. The interviews were recorded on two devices, a portable
audio recorder, and my mobile phone, to safeguard against loss of data. Additionally,
multiple recordings proved to be valuable when checking the transcriptions, as if one
recorder was bumped or obscured, the conversation could still be captured via the
other device. Upon completion of the interview participants were thanked, asked to
contact me at any point should they have questions or think of something else to add,

and informed that they would be sent general themes to comment on in due course.
VFI Questionnaire

The Volunteers Function Inventory (VFI) is a questionnaire devised by Clary, Snyder,
Ridge, et al. (1998) to assess the functions potentially served by volunteerism.
Utilising a functionalist approach they argue that people can perform the same actions
in the service of different psychological functions. Thus, two people could have the
same purposes for volunteering but with these purposes serving completely different

functions. Clary, Snyder, Ridge, et al. grouped these functions into six categories:
e values - the opportunity to express values related to altruistic concerns
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e understanding - the chance to gain new learning experiences and/or to exercise
existing knowledge, skills, and abilities

e social - the ability to socialise and/or engage in activities viewed favourably
by others

o career —to allow career related benefits including preparing for a potential role

e protective - involves processes associated with the ego including protecting
from feelings of guilt or negative feelings of the self

e enhancement - the other side of the ego including feelings of positive strivings

and to obtain satisfactions related to personal growth and self-esteem

In the questionnaire participants are asked to rate 30 possible reasons for volunteering
such as “volunteering makes me feel important” and “I feel it is important to help
others” on a scale of one to seven (refer to Appendices F and G for a full list of the
questions). Each question relates to one of the functions listed above, with a total of

five questions per function.
Semi-structured Interviews

Interviews are one of the most common forms of qualitative data collection, and
necessary when we cannot directly observe behaviour, feelings, or how participants
observe the world around them (Merriam, 2009). Semi-structured interviews, or the
interview guide approach, involve an interviewer using a pre-prescribed interview
protocol containing open ended questions about specific areas of interest (Johnson &
Christensen, 2012). This leaves the interviewer free to explore areas of interest which

may arise whilst covering the areas needed.

The questions for the interview protocol were devised early on in the research
process, and were submitted as part of both the research proposal, and the application
for ethics approval. There were two main focus areas for the interview; the
participant’s motivations to volunteer, and the perceptions that they had of the training

events.

Following some introductory demographic questions, the next questions sought to
explore the volunteer’s initial motivations to volunteer, and whether these had shifted
since they had started as a volunteer. Whilst calling for the use of more rigorous
testing procedures when exploring volunteer motivations, Shye (2010) notes that the
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use of standardised lists may have a short circuit effect. This short circuit excludes
motivations that are salient for certain sets of people, circumstances or volunteering,
but not common enough to have been noted on previous lists. This is to some degree
verified by a study by Pells (2008b) who observed a motivation unique to those
volunteering in the emergency services. The feeling of adrenalin rush that volunteers
experienced when doing emergency services work is one that is quite probably unique
to that field, and not categorised in any existing lists of volunteer motivations. As
participants had already completed the VFI Questionnaire it was decided to keep these
questions on motivation quite general so as to leave the research open to uncharted

motivations which would not easily fit within the existing VFI functions.

The remaining questions explored the participant’s perceptions of the training. These
were loosely based upon the Framework for Culturally Responsive Teaching
developed by Wlodkowski and Ginsberg (1995). This framework seeks to provide a
teaching strategy that helps students relate learning content to their own cultural
backgrounds. This approach is significant to this study, as motivations are influenced
by emotions, which are in turn strongly learnt through culture. Thus, for teaching to
be effective for people across a range of cultures, it requires a holistic approach where
the how, what, and why, are unified and meaningful. In this framework four
motivational conditions are listed, which the teacher must create or enhance, in order

to have a culturally responsive teaching environment. They are:

establishing inclusion - by creating an atmosphere where the teacher and

students feel respected and connected to each other

e developing attitude - by creating a favourable attitude towards learning by
personal relevance and choice

e enhancing meaning - creating challenging, thoughtful, learning experiences
that include student perspectives and values

e engendering competence - helping students to understand that they are

effective in learning something they value

The questions about training were loosely framed by these four conditions as a way to
discover how the training event affected their motivations. Whilst it is acknowledged
that all of the participants interviewed for this study were of British or NZ European

ethnicity this would not be representative of everyone doing the initiation training for
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both organisations (as noted in a few of the interviews). It is also important to note
that, despite the similarities in ethnicities, the differences in age, life experience, and
aspirations within the group of participants was wide, and contributed to a wide range

of worldviews.

Because the participants of this research came from two different volunteer
organisations, and had varying levels of service and experience, all of the interviews
were unique. Some volunteers came into the interviews with no thoughts about what
they wanted to say, and required a lot of follow-up questions to elicit meaningful
answers. Other volunteers entered with clear ideas of what they wanted to say, in
particular those who had training experiences which they did not think were optimal.
It was important during the interviews to remain impartial, whilst still retaining
rapport with the participant by empathising with their point of view. | found the need
to resist the temptation to seek the sensational, or to mine for areas of conflict. In all
of the interviews there were aspects of the volunteer’s experience which were “good”,
“bad”, and even non-remarkable, and it was necessary to remain open to all of these

possibilities, and not to prioritise one over the other.

Data Analysis

The two main methods of data collection for this research required different
approaches towards analysis. The data from the VFI Questionnaires required a simple
quantitative analysis similar to that used by Clary, Snyder, Ridge, et al. (1998). For
the larger, and primary, data from the semi-structured interviews, a qualitative
approach was taken using the six phase process of thematic analysis developed by
Braun and Clarke (2006).

VFI Questionnaires

Given the small sample size, and because the questionnaire was not the primary
source of data for this research, a simple and pragmatic approach was taken towards
the analysis of this quantitative data. Following the approach towards individual data
that was used in the initial study outlining the VFI (Clary, Snyder, Ridge, et al.,
1998), the means and standard deviations for each participant across each of the

various factors were calculated.
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The variances in both mean and standard deviations highlighted the differences in
response approach between various participants. To complete the questionnaire,
participants were asked to rate each of the factor statements between 1 (not at all
important/accurate) to 7 (extremely important/accurate). A simple analysis of
responses showed that some participants responded generally higher than others
across all of the questions, and some responded with a larger range of responses than
others. Due to this variance in approach, little heed was paid to how participants
responses varied between each other on any data area. Rather, each participant was
analysed according to how their responses varied across the six factor areas within
their own response data. Given that the point of the questionnaire was to ascertain
which motivational factors the participant thought were the most important, and not
how strongly these motivational forces were held in comparison to others, this

approach seemed fitting.

Mean and standard deviation values were calculated for each participant across all of
the six motivational factors and an overall mean calculated. The means for each factor
were then rated from highest to lowest to reveal the factors which were most
important to the participant. Overall means were calculated both for each participant
organisation, and as a whole. This was not to compare the participant organisations
against each other on any one factor, for the reasons mentioned earlier, but to find the

factors which were rated higher and lower for each of these groups.

Semi-structured Interviews

Data analysis for the semi-structured interviews utilised the six phase process of
thematic analysis developed by Braun and Clarke (2006). Thematic analysis is a
widely used method of data analysis but suffers from being rarely acknowledged and
poorly demarcated (Boyatzis, 1998). Braun and Clarke (2006) argue that clear and
concise guidelines are required to avoid the “anything goes” mentality that is a
common critique of qualitative research. The process of data analysis for these
interviews was consciously undertaken at a slow and methodical pace, aligning

closely with the phases outlined by Braun and Clarke at every step.

Six Phase Process
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As per the Braun and Clarke model, analysis was a recursive process, and not a
strictly linear process. Discoveries in data, or new theme generation, often

necessitated skips back and forth across all of the six phases.

Phase one of the six phase process is “familiarising yourself with the data”. The
choice was made to transcribe the interview recordings personally, which proved to be
a long, but valuable, method of data familiarisation. With the interviews lasting
between 15-45 minutes long, these transcriptions took a number of months to
complete which allowed a lengthy period of time for various ideas to settle. Once they
had all been transcribed | read through each transcription at least twice to further

familiarise myself with what had been said.

Phase two of the process is “generating initial codes” which was completed by noting
interesting features across the data and collating these features together. To begin,
each interview transcription was printed out, and data that was deemed to be
significant was highlighted, and then assigned an initial code. Once this had been
completed for each interview, these highlighted sections were extracted electronically
and tagged with the initial code. This process involved some rationalisation of codes,
with similar codes being combined, such as “stage of life” and “change of life”.
During this stage, care was taken to retain codes even if they did not appear to be
dominant, and to keep data surrounding the extract to ensure that the sections retained

their context.

The third stage is “searching for themes”, which began by sorting each code into 34
thematic subsets which were then further consolidated into five major categories:
initial motivations, ongoing or developed motivations, training, workplace culture,

and miscellaneous.

Phase four is “reviewing themes” which involves refining and reviewing the themes at
two levels. Firstly, the collated data for each theme were re-read to check if they fitted
coherently within that theme. Secondly, the validity of the various individual themes
was considered against the entire data set. At this point | returned back to phase one,
and re-checked the transcriptions against the second audio recordings that | had made.
This allowed me to both double check the transcriptions for accuracy, and to listen to
the entire data set against the initial themes that | had developed. Following this

process a series of thematic maps were drafted with the themes mapped out visually.
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Phase five “developing and naming themes” involved the development and reworking
of the themes set out previously. Eventually this led to a set of themes within three
main areas: motivation (initial and developed), training (positive and negative), and
intersections between training and motivation. At this point the themes were
developed into a one page map which was sent to all of the participants for feedback.
This feedback, where appropriate, was integrated back into the data set, but did not

necessitate a major review of the thematic analysis.

The sixth and final phase “producing the report” was completed by the production of
this thesis.

Trustworthiness

The three main areas of trustworthiness in qualitative research are descriptive,
interpretative, and theoretical (Johnson & Christensen, 2012). Descriptive validity
refers to the factual accuracy of the account. Two recordings were made of each
interview to ensure against loss of data, and these were carefully transcribed and
checked against each other. Interpretative validity describes how accurately the
meanings intended were ascribed by the researcher, with regards to the participant’s
viewpoints, thoughts, feelings, intentions and experiences. The most common method
of checking for interpretative validity is through the use of participant feedback. All
participants were sent a map of themes during data analysis for feedback, which
yielded positive feedback. Where suggestions were made these were incorporated
back into the pool of data, however, no feedback that was received contradicted any of
the major themes. The verbatim transcriptions of interviews were low-inference
descriptors, which captured the nature of each conversation as truly as possible.
Theoretical validity refers to the degree to which data matches a theoretical
explanation. The research began with clearly defined constructs, and then used an
instrument (case-study) that was recognised as a reliable measure of these constructs.
After themes had been identified from the interview data, they were cross-checked in
relation to Clary, Snyder, Ridge, et al.'s (1998) constructs and this process was
detailed.
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Ethical Issues

Any research that utilises human participants requires careful ethical consideration.
Ethical approval for this research was requested via the Victoria University of
Wellington Human Ethics Committee, and this was granted on 28 August 2015. Clark
(1997) notes four ethical principles which are important for educational research:
justification, informed consent, confidentiality, and deception.

Justification

As noted earlier in the report, the intersection between volunteer motivations and
training remains an area with little research. It is hoped that any research in this area
may contribute to training for volunteers that is both meaningful and increases their
motivations to continue in their volunteering. Both organisations approached were

eager to participate and utilise the findings from the research.

Informed Consent

Written consent was first sought from the respective organisations, and then from
each participant before collecting any data. Participant information forms were
distributed to each participant either during initial inquiries, or prior to the interviews,
and these were further explained in person, prior to the start of the interview. The
information forms clearly explained the scope of the project, what the participant’s
role would be, their right to withdraw from the project, and how their personal

information would be kept safe.

Anonymity and Confidentiality

An aim of the research was to respect the privacy of all research participants,
including through seeking to ensure their anonymity in any research reports. Whilst
every care has been taken to achieve this aim, given the small number of volunteer
organisations in the Wellington region, and the small number of research participants,
this is probably not entirely possible. Certainly, whilst the exact names of
Organisation A and Organisation B have not been given, those familiar with the
respective sectors may be able to identify the organisations involved. This was clearly
disclosed on the organisational information sheet, and explained prior to the

organisational consent forms being signed. Likewise, the small number of research
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participants means that those within each respective organisation may be able to
identify some of the participants from their responses. To mitigate this, specific
personal information has been removed, and when quotes were deemed to be
controversial they have not been assigned to participants. All personal data has been
kept on password controlled computers or in a locked filing cabinet, and participant
data coded before distribution (e.g. to the research supervisor) as part of the research

process.

Deception

Every care has been taken to remain open and transparent to everyone involved with
the project regarding the aims and hopes for this research. | have tried to remain open
minded to the data received, and to avoid pre-conceptions of what | wished to find.
All of the participants will be offered a summary of the findings following the
completion of the research, and both organisations have requested presentations of my

findings.
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Results of the VFI Questionnaire

This section briefly summarises the results of the VFI questionnaire. These results are
first discussed as a whole and then compared between the two volunteer organisations

and various demographic groupings.

In the questionnaire each respondent was asked to rate thirty reasons for volunteering
as to how important or accurate they are in relation to their reasons for volunteering.
Each reason is rated from one to seven, with one being “not at all important/accurate”
and seven being “extremely accurate”. Each of the 30 values relates to one of the
volunteering functions devised by Clary, Snyder, Ridge, et al. (1998), with each
function being represented by five questions (for a full list of the questions, refer to
Appendices F and G). The volunteering functions are:

¢ values - the opportunity to express values related to altruistic concerns

e understanding - the chance to gain new learning experiences and/or to exercise
existing knowledge, skills, and abilities

e social - the ability to socialise and/or engage in activities viewed favourably
by others

o career —to allow career related benefits including preparing for a potential role

e protective - involves processes associated with the ego including protecting
from feelings of guilt or negative feelings of the self

e enhancement - the other side of the ego including feelings of positive strivings

and to obtain satisfactions related to personal growth and self-esteem

Firstly it must be acknowledged that given the small sample size, any attempt to
provide substantial quantitative analysis of the data would be meaningless. However,
the data that was captured does provide an opportunity to make general comparisons
between the seven volunteers, and the two organisations, as well to provide a

reference point for the answers from the semi-structured interviews.

At an individual level it is clear to see that some volunteers responded with generally
higher answers, and/or with less variance than other volunteers. VL23 (M = 1.7) for
example had a low average response across all of the factors, whereas VL24 (M =5.1)
had a much higher average response. Similarly, whilst VL26’s answers were

remarkably consistent, with a standard deviation of less than 1 in each of the six
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factors, others such as VF19 and VL24 had large variances in standard deviation,
indicating that they were more inconsistent in their answers within each of the
functions. Due to these variances in response, it was impossible to make straight
comparisons of individual answers across the various functions. Rather, each
participant or group was analysed according to how their responses differed across the

six factor areas within their own response data.

Table 4.1: VFI Results Organisation A

VF25 VF19 VF22 VF21 All

M SD M SD M SD M SD M

Career 32 20 58 13 56 05 10 00 39
Enhancement 60 09 40 14 44 05 12 04 39
Protective 34 16 36 11 40 07 12 04 31
Social 56 05 32 16 34 11 20 14 36
Understanding 64 05 62 08 56 09 18 11 50
Values 70 00 58 04 48 13 42 26 55
M (all functions) 5.3 4.8 4.6 1.9 4.1

Note: The highest factor scores have been noted in bold and the lowest in
italics.

Table 4.2: VFI Results Organisation B

VL24 VL23 VL26 All

M SD M SD M SD M

Career 6.0 0.7 1.0 0.0 2.0 0.0 3.0
Enhancement 4.2 1.1 1.6 1.3 4.4 0.9 34
Protective 2.8 1.5 2.0 1.4 2.4 0.9 2.4
Social 3.8 1.8 1.0 0.0 2.4 0.9 2.4
Understanding 7.0 0.0 1.8 1.1 6.0 0.0 4.9
Values 7.0 0.0 2.8 2.5 6.0 0.0 5.3
M (all functions) 5.1 1.7 3.9 3.6

General Results

Across all of the volunteers the highest average response was for the values function
(M =5.4), followed closely by the understanding function (M = 5.0). The lowest two
functions were social (M = 3.1) and protective (M = 2.8). Interestingly these rankings
stayed remarkably consistent between the two organisations with both having values
highest, understanding second, and protective and social as their bottom two

functions. This mirrors previous research which has shown values to be the highest
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function, along with understanding and enhancement (Clary & Snyder, 1999; Newton
et al., 2014). The function that varied the most between volunteers was the career
function, with some volunteers rating this very highly, and others ranking it as not
important at all. The reasons for this will be discussed further below.

Table 4.3: VFI Results Combined Organisations

All Org A Org B
(N=7) (n =4) (n=3)
M Ranking M Ranking M Ranking
Career 3.5 4 3.9 3 3.0 4
Enhancement 3.7 3 3.9 3 3.4 3
Protective 2.8 6 3.1 6 2.4 5
Social 3.1 5 3.6 5 2.4 5
Understanding 5.0 2 5.0 2 4.9 2
Values 5.4 1 55 1 5.3 1
M (all functions) 3.9 4.1 3.6

Results by Demographics

Variances in response were explored against demographic factors of age, employment
status, ethnicity, and gender. When examining responses in each of these groupings, it
is noticeable that some groupings allocated higher or lower scores in every function
than the average participant (for example, note the lower than average responses in
every function by those who are retired, or over 65 years of age, and higher than
average responses by those aged 16-20). For this reason, it is once again necessary to
examine results as to how they compare based on their relative ranking within the
same demographic grouping, as opposed to rating each function across the various

demographics groupings.

Employment Status

In terms of employment status, it is unsurprising to note that those who were students
ranked career as their second highest rated function (M = 5.7), which is far above
where it sits on average as the fourth most highly rated function. As noted earlier,
values is generally the most highly rated function, however, this only appeared as the
third most highly rated function for students (M = 5.3) who noted understanding (M =
5.9) as their highest rated function. By contrast those who were retired rated career (M

= 1.5) as their lowest rated function, with social (M = 1.7) just marginally above it.
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Table 4.4: VFI Results by Employment Status

Employed Student Retired All
(n =3 (n=2 (n=2 (N=7)

M Rankihg M Rankihg M Rankihg M  Ranking
Career 3.4 5 5.7 2 15 6 3.5 4
Enhancement 3.8 3 4.2 4 3.0 3 3.7 3
Protective 2.5 6 3.8 5 2.2 4 2.8 6
Social 3.8 3 3.3 6 1.7 5 3.1 5
Understanding 51 2 5.9 1 3.9 2 5.0 2
Values 6.1 1 53 3 4.4 1 5.4 1
M (all functions) 4.1 4.7 2.8 3.9

Age

When examining age profiles it should be acknowledged that, due to both the small
sample size, and demographic profiles, the results for those aged 65 and over is
identical to the results for those who were retired, with career and social both ranking
lowly in relative importance. Results in the other two age ranges stay fairly similar to
the rankings overall, other than a slight difference in the importance attributed to
enhancement by those aged 35-50. Whilst this is ranked as the third highest ranked

function overall, it is only the fifth ranked amongst this demographic.

Table 4.5: VFI Results by Age

16-20 35-50 65+ All
(n =3) (n =2 (n=2) (N=7)
M Rankihg M Rankihg M Rankihg M  Ranking

Career 4.9 3 3.5 3 1.5 6 3.5 4
Enhancement 4.8 4 2.7 5 3.0 3 3.7 3
Protective 3.7 6 2.0 6 2.2 4 2.8 6
Social 4.1 5 2.9 4 1.7 5 3.1 5
Understanding 6.1 1 4.4 2 3.9 2 5.0 2
Values 5.9 2 5.6 1 4.4 1 5.4 1
M (all functions) 4.9 3.5 2.8 3.9

Ethnicity

For those of British ethnicity the values function is rated most highly (M = 4.7), and
by a significant margin ahead of the understanding function (M = 3.3) which, though
rated second most highly, is actually closer in rating to social (M = 2.9) and

enhancement (M = 2.9). For this grouping the career function is rated quite
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convincingly as the least important of the functions (M = 1.7) which may be
influenced by the lack of students in this demographic. The New Zealand European

grouping is fairly similar in results to the overall rankings.

Table 4.6: VFI Results by Ethnicity

NZ European /
British / English Pakeha All
(n=3) (n=4) (N=7)
M Ranking M Ranking M Ranking

Career 1.7 6 4.9 3 3.5 4
Enhancement 2.9 3 4.3 4 3.7 3
Protective 2.2 5 3.2 5 2.8 6
Social 2.9 3 3.2 5 3.1 5
Understanding 3.3 2 6.2 1 5.0 2
Values 4.7 1 5.9 2 54 1
M (all functions) 3.0 4.6 3.9
Gender

Lastly, when exploring gender differences, males stay relatively similar to the overall
average, however, with understanding rating as the most important function (M = 6.1),
slightly ahead of values (M = 5.9). It is noticeable, however, that for females the
values function is rated emphatically as the most important (M = 4.7). This is again
followed by understanding (M = 3.5), with the other four rating fairly similarly to
each other, though significantly lower than the first two functions.

Table 4.7: VFI Results by Gender

Male Female All
(n =4) (n=3) (N=7)
M Ranking M Ranking M Ranking

Career 4.2 4 2.7 3 3.5 4
Enhancement 4.7 3 2.3 4 3.7 3
Protective 3.4 6 2.0 6 2.8 6
Social 3.7 5 2.3 4 3.1 5
Understanding 6.1 1 3.5 2 5.0 2
Values 5.9 2 4.7 1 54 1
M (all functions) 4.6 2.9 3.9
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Overall it is noticeable that values and understanding are consistently ranked as the
two most highly ranked functions, across almost all of the demographic areas. By
contrast, the protection function ranks consistently low in the order of functions, and
does not appear in the top three ranked functions of any demographic grouping. The
most fluid of the functions is the career function, which is particularly influenced by

age and employment status.
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Participant Perspectives from the Semi-Structured

Interviews

In this section the perspectives of the participants, as described within the semi-
structured interviews, are summarised and explored. The first part of the chapter
details the motivations of the participants to volunteer for each of the organisations.
As the interviews progressed it became clear that there were two categories of
motivational factors that were being described by the volunteers. Firstly, the initial
motivations which impelled the volunteer to enrol with the organisation, and then
secondly, the motivations that had developed, or been enhanced, since enrolling with
the organisation. These developed motivations were sometimes a result of the
training, or at other times a result of other factors, such as camaraderie, or
inspirational experience. Both the initial and developed motivational factors are then

analysed against the results of the VFI Questionnaire detailed in the previous chapter.

The second part of this chapter examines the volunteers’ perceptions of the training
events that they were asked to complete. These responses are described according to

the positive and negative reactions that volunteers had within each organisation.

The Motivations to Volunteer with Organisation A

The first organisation invited to participate in the research (Organisation A), is a
branch of firefighters based in Wellington New Zealand. Participants were selected
from two different stations operating out of separate suburbs within the Wellington

region.

All volunteers at Organisation A are required to attend a weekly training night where
the squad is updated on relevant news, and training occurs. This training can vary
between watching safety videos, undertaking physical drills such as testing hoses, or
conducting simulations of a firefighting scenario. In addition to this regular ongoing
training, new volunteers are required to complete a number of mandatory assessments
which fulfil unit standards on the New Zealand Qualifications Framework (NZQF).
These assessments are paper-based and cover fundamental skills such as “operate
aerial appliances in emergency situations”. Until these initial unit standards are

completed, volunteers are restricted in what they are able to do (e.g. attend fires,
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operate pumps). Camaraderie is seen as a key ingredient in the success of these
stations, and new recruits are partnered with experienced volunteers during training
exercises to “show them the ropes”. Many volunteers will turn up long before the
training begins to work on equipment and get ready for the evening, and remain

behind after the training for drinks, and to socialise with each other.

Initial Motivations

The four volunteers from Organisation A noted a number of reasons for volunteering,
but the most significant initial motivational factors were altruism, career goals,

personal challenge, and the influence of others.
Altruism

The most common motivational factor to be given by the volunteer firefighters in
Organisation A was altruism. As discussed in the Literature Review, altruism is the
desire to help others without any expectation of personal reward. This was expressed
in a number of different ways by the volunteers such as: “I quite like to help people”
(VF22), “I actually like giving back” (VF21), and “helping out those most in need”
(VF25). It was never the only motivation expressed, and a number of the volunteers
acknowledged that being able to help people was a convenient benefit in the

fulfilment of another, more self-orientated, motivation.

I: But in terms of your service here, it’s very much motivated by wanting to get skills ...

VF19: Yeah, and at the same time it’s a good way of doing it. By serving the community for free.

For each of the volunteers there was a complicated mixture of an altruistic desire to
serve their communities, and self-orientated desires to benefit themselves. This
included improving themselves physically (e.g. to get fitter), mentally (e.g. to learn
new skills), socially (e.g. to progress career goals), or psychologically (e.g. to feel

better about themselves).

There is a danger within self-reported research that people will respond with answers
which they believe to be socially desirable, such as providing altruistic reasons as
motivations to volunteer at the expense of more self-orientated reasons (Aydinli et al.,
2016; Shye, 2010). This was confirmed to me informally by an experienced firefighter

at a training night:

47



They always put on the [application] form that they want to make the world a
better place, but when they first come in most of them really just want to drive

around in the trucks with the lights going.
Career Goals

For the two youngest volunteers, who were both students in New Zealand secondary
schools at the time, career goals were an important factor. One of these volunteers
specifically chose the firefighters as preparation for a future career in farming or the

forestry industry.

I: So why did you choose to do it here, as opposed to [another emergency services branch]?
VF22: Because | was looking at going into something, in the, like a forestry, or a farming career, so |

thought this one would be most sort of um, suitable to that.

The second of these volunteers (VF19) joined the firefighters with the wish to utilise
the experience and qualifications to enrol in the New Zealand Army. For this reason
the accrual of new skills and knowledge was a highly motivating factor, as was the

chance to receive a formal qualification.
Personal Challenge

Two firefighters noted the aspect of personal challenge as a motivation to volunteer.
For the first volunteer (VF25) this primarily related to physical fitness, but at times
involved psychological challenge as well. The psychological challenge related to
times of stress which had required the volunteer to push through a task which was
daunting.

For the second volunteer this related to a change in life, which allowed the

opportunity for a new challenge.

VF21: Um, so basically I um, my kids have left home, or in their like, sort of their final years of
leaving home, so I’ve got a bit more time on my hands and firefighting has always been sort of
something in the background for me, for actually looking into ... And it was possibly a bit of a
challenge | suppose, bearing in my mind [my gender], my age, and everything. But um, and |
also look at it as I, | like staying fit and healthy too and this type of role would definitely, sort

of need that.
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Having children leave the home is a significant life event for parents, and this

volunteer has used this milestone event as impetus for a new challenge.
The Influence of Others

The last motivational factor which was evident for volunteers in Organisation A was
the influence of others. This was expressed in two forms, as a legacy influence (e.g.
the memory of a childhood role model), and as a present day energiser. The legacy
influence was noted by three of the volunteers. VF22 described fond memories as a
child hanging around the fire station with family members who were volunteers.
VF19 similarly remembered back to family friends living down the street who
volunteered in the fire service. The most significant example, however, was given by

VF19 who detailed the early influence of a family friend.

VF21: As a child growing up my best friend’s dad, who I spent a lot of time with, he was a firefighter
in the village that we lived in, and yeah, so he was a bit of, he was my inspiration to be quite
honest out there. And | always looked up to him, he was someone sort of, yeah, that was
always, yeah, he was a huge part of my life, so to me, It was like — why not? You know, I can
do this.

In all three of these examples there existed a significant role model, or role models,

that the volunteers wished to emulate in their volunteer service.

Three volunteers noted specific people who they either consulted, or who encouraged
them to volunteer, prior to applying. VF21 had workplace colleagues who volunteered
as firefighters and they provided encouragement to apply. VF19 found the fire service
by way of a civil defence course which was completed at a police station. The last
volunteer to articulate personal encouragement was VF25, who was encouraged to

join by a work experience scheme at school.

VF25: Well I found out about this place through ... a work experience placement ... and they set me
up with these voluntary firefighting services. And because they know ... what kind of jobs you

want to get into ... they got me into this voluntary firefighting, and I’ve been here ever since.

In at least two of these examples the encouragement was given to somebody who was
already actively exploring volunteer options (whether as a firefighter or elsewhere), so
it is unlikely that this encouragement in isolation would have been enough to compel

them to join Organisation A. External encouragement, however, does appear to be an
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important energising factor which may motivate potential volunteers, who already

have existing motivational factors, to act on them and sign up as a volunteer.

Developed Motivations

As well as capturing the motivations that encouraged the participants to initially apply
to be a volunteer, the interviews captured motivational factors that developed after
beginning with the organisation. Some of these developed as a result of the training
and others developed from non-training related factors. For the volunteers in
Organisation A the most significant factors were camaraderie, peer relationships, and

new skills.
Camaraderie

Many of the volunteers identified the camaraderie within the station as an important
motivation to stay. This was expressed in a number of ways by the volunteers
including friendship, fun, and acceptance. It was stressed by VF25 that this developed
motivation of new friendships was in addition to initial motivations, and had not

replaced them.

VF25: Well the old motivations I had have kept exactly the same throughout the years I’ve had. And
the extra added motivation | have, is I’ve got a great crew with me, and they’re all those
people that | consider as great friends, and | really enjoy the company of every single person

there.

A sense of fun and good humour was seen by VF21 to be an important factor, and one
that draws a wide group of people together. This social aspect is fostered by the likes

of people staying behind for drinks after the weekly training sessions.

VF21: There’s a wide range of age groups, so they know when to pull everybody in, it’s actually
really good. There’s no harm in having a bit of humour and banter in everything as well,
which they very much encourage — they encourage the social sort of side as in to get to know
each other as well better I think. So yeah, no, I think it’s, it comes across as a real friendly

team.

An emphasis on the social side of the station contributes to new volunteers feeling
readily accepted into the group. VF19 noted that this collegiality is more important for
the volunteers than having a fancy setting, or the latest equipment. Ultimately, and
probably due to the heavy reliance on teamwork within firefighting, the friendliness
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and acceptance shown by the existing volunteers will play a huge part in determining

whether a volunteer in this environment will choose to stay on as a volunteer.

VF19: Like you can have a flash as station and have a bunch of boring people and you wouldn’t
enjoy it. But this place, it’s not the flashest place, but the people basically they’re all a good
bunch of people to work with, and they’re not um, they’re all real accepting, like if you notice
new people come, they’re all pretty friendly and that, and they have a bit of banter as well, it’s

not all, it’s not all serious faces and that, so | enjoy it.

As VF22 put it: “I look forward to coming here. So it’s not one of those things that
sort of, you wake up in the morning and you think ‘oh no, I’ve got to come and do
this™”.

Peer Relationships

Contributing to the strong sense of camaraderie within the organisation is an effective
use of semi-formal coaching relationships between experienced volunteers and new
recruits. These are semi-formal in the sense that they are generally allocated by the
station chief or another senior firefighter at the start of the informal training nights,
but not formally assigned or agreed to. A number of volunteers noted examples where
these relationships had continued further. Two volunteers gave examples where they
were offered extra assistance, outside of the normal training times, by experienced

volunteers.

VF21: ...we only really have one training session a week. And | understand the constraints about that
but, for somebody who’s onboarding sometimes you can sort of give a bit more time and
they’ve been accommodating there. They’ve actually said to me, “look, yeah if you want to
come in on the weekend, as well” ... a few of them are sort of around and they’re happy to

come in.

In addition to helping out with skills and knowledge related to the new volunteer role,
VF19 noted that many of the other volunteers shared tips on preparing for a future

career outside of the firefighters.

VF19 Yeah, all the guys are real good about doing that. Like, “oh, you’ll be doing this in the Army,
so it’s good that you understand this”. And even um, furthering some of the stuff that we do.
Like, when I’ll be talking about something, and some of the guys at the end of the night will
go have a drink and that, they go and explain something else. They’re like “oh you could do
this as well”, and he says “when you’re in the Army you’d have to do it this way” and stuff

like that.
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These strong relationships not only help the new recruits to settle in quickly, and feel
accepted as a part of the team, they also developed a feeling of reciprocity. As the
volunteers feel accepted and able to contribute, they develop a desire to give back and
contribute as much as they can to the team.

VF21: ...they’ve lost a few experienced firefighters so it’s about getting on board to actually be able
to support them, cause they are quite sort of low on numbers. More the experienced level.
There’s no way I can get to that level anyway in this time for this year, but hopefully from
now, if I can help them out, I think it’s just making it easier on the whole station really as well

as having another set of hands that can do the role.

The usage of semi-formal peer learning relationships between experienced volunteers
and new recruits in Organisation A has contributed to a healthy team culture that
stretches further than the standard training requirements of the weekly training nights.
This has not only helped the new recruits to feel accepted, and accustomed to their
roles, it has helped to contribute to a sense of organisational commitment for the

volunteers.

New Skills

The final developed motivation that was noted by the new volunteers, was the
acquisition of skills and knowledge. The chance to learn new skills, and understand
new concepts, was noted by two of the volunteers as a motivation that they had
developed since joining Organisation A.

VF21: | love to learn new things, and so that’s part of it for me, I’'m learning something very new,
and all these names [laughs] for all the pieces of different equipment and things, [laughs] yeah

it’s like “woah, who came up with that name, what’s that” you know?

A key factor of this knowledge acquisition for VF22 is that it is not restricted to
firefighting and can be applied to other contexts. Given that a primary motivation for
VF22 to volunteer was to gain new skills and experience towards a future career, this

is an important factor.

VF22: ... you learn, sort of, things that are useful and other things, not just firefighting and... it’s just
valuable stuff to know for later on in life ... Like, I guess the teamwork sort of thing. Working

as a team, and knowing about the different equipment and, stuff like that.

52



For VF22 the motivation to gain new skills and knowledge is heavily related to this
volunteer’s initial motivations to volunteer which were discussed earlier. For VF21,
however, this was not identified as an initial motivation to volunteer, and arose as a

result of the learning that occurred whilst training.

The Motivations to Volunteer with Organisation B

The second organisation invited to participate (Organisation B), is an adult literacy
education provider based in the Wellington area. This organisation is one branch of a
parent body which provide adult literacy education throughout New Zealand.

Volunteers in Organisation B are required to completely mandatory training before
they are allowed to begin tutoring students. This training programme has recently
been changed and now involves completing a National Certificate on the NZQF. New
recruits must attend a training block of five days, delivered by the parent body, and
then successfully complete a series of competency based assessments in order to
receive this qualification. Prior to the new system, volunteers were required to
complete a different qualification developed by the parent body which was not
registered on the NZQF. Following the block course participants are assigned an
experienced tutor as a support person to guide them through the assessments, which
include 20 hours of contact time tutoring students. Upon successful completion of the
qualification they are assigned permanent volunteer roles tutoring adult literacy
students either individually, or occasionally, in small learning groups. Once they have
completed the qualification there is little formal interaction between the tutors, other
than via professional development activities which occur six times per year on topics

such as first aid, and accessing online catalogues.

Initial Motivations

The three volunteers from Organisation B detailed a number of motivational factors
which were important to their decision to volunteer, the most significant of which are
detailed below. These factors are altruism, utilisation of existing knowledge and
skills, and career enhancement. Due to the small response rate for the research it is
acknowledged that there are a number of voices missing that may have provided

additional reasons for volunteering. Some of these silent voices are discussed via the
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second-hand observations of one of the volunteers who has an additional paid role

within the organisation.
Altruism

Similar to the firefighters in Organisation A, the adult literacy tutors rated altruism as
one of the most important reasons to volunteer. This was described in a variety of
ways such as “to try and help people” (VL26), and “doing something to help people”

(VL24). For VL24 it was making a contribution to the wider community.

VL24: | just wanted to feel like | was, like a part of my community, | was contributing, | was doing

something to help people who are maybe not fitting in as easily as they could.

VL23 was the only volunteer not to explicitly list some form of altruism as an initial
reason to volunteer. Interestingly though, this volunteer went on to detail subsequent
altruistic motivational factors which are detailed below, and developed as a result of

the training.
Utilisation of Existing Knowledge and Skills

Another prominent motivational factor was the utilisation of previously learnt skills
and knowledge. As the average age of volunteers from Organisation B was higher
than those from Organisation A, it is not surprising that these volunteers had life
experience and learning which they wished to pass on. For all three of the volunteers
this acquired knowledge had come through a mixture of qualifications and prior

teaching experience in related fields.

VL24: | have a teaching background, and | have quite a bit of experience teaching, lots of kids, but
I’ve done some volunteering with adults and teaching adults as well ... education’s what I love
and I guess I feel really fortunate, I feel really blessed actually that I’d never struggled with
reading ... So if I’ve got that confidence and those skills, then being able to share that with

people and help other people seems like a really amazing thing to be able to do.

For the two volunteers who were retired, this desire to utilise their knowledge and

skills was amplified by the spare time now made available to them.

VL26: ...I just thought I’ve got these qualifications, I’ve got spare time now that I’m retired, so why

not use them and see if | can make a difference.
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For VL26 it appears that this newly available free time allowed for the utilisation of
knowledge and skills in a way that was not formerly possible due to previous
restrictions on time. However, in the case of VL23, this appears to be more
significant. Prior to retirement this volunteer had been working with learners in
another workplace, but through a mixture of retirement and changes in the learning
needs of the other organisation, found increasingly less opportunities to interact with

these learners.

VL23: T’ve been working casually ... before I retired and after I retired ... and it really perks me up
going talking to [learners in a previous workplace]. ... But um, I thought I really missed it ...

I’m always much jollier after I’ve been teaching people.

The “perkiness” that this volunteer gained from the learning interactions came as a
result of being a difference for the learner, and feeling that their knowledge and
expertise were needed, and being utilised. Thus, within the VFI framework of
motivational functions it would sit best within a protective (protecting from negative
feeling of the self) or enhancement (to obtain satisfactions related to self-esteem)
function, as well as with understanding (the chance to exercise existing knowledge,

skills, and abilities).
Career Related

One of the adult literacy volunteers, VL24, was in a unique position, as both a part-
time employee of the organisation, and a volunteer tutor. Thus, a key motivation to

volunteer was to gain further insight into the requirements of the voluntary role.

VL24: My role, it sometimes feels like there’s a part that I can’t fully understand for tutors, because
I’'m not doing it myself, and as [part of my role] I think I should be able to do what they do ...
so | just think it makes sense that | have the qualification that they have and that | go through
the same process that the tutors go through and being trained, so | can properly understand it

and help them.

Thus, for this volunteer, the desire to volunteer is driven by a motivation to gain skills
and experience in order to be more effective in their employment role. This was the
only example, within the group of people interviewed from Organisation B, of a

career motivation.
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Silent Voices

As noted above, VL24 has a role working for Organisation B, and therefore, is in a
unique position to observe many of the applicants who have applied and been
accepted for volunteer roles. After the standard volunteer interview had been
completed, the opportunity was taken to pose further questions to VL24 seeking first-

hand observations of volunteers who had applied.

I: Just off the top of your head ... what are the general motivations that tend to come out, both in
the interviews and on the forms?

VL24: Well 1 guess, um, it’s split between people who, they’ll, volunteer, but they want the
qualification. Because they, it, it’s a really good qualification to have for employment, you
know, it’s nationally recognised and that’s what they want...

I ...s0 why do you think they want the qualification?

VL24: To get paid work.

These answers emphasise a strong career motivation which has not been entirely
captured in the responses from Organisation B given the small sample size. The
volunteers are given training towards a nationally recognised certificate in the
teaching of literacy and numeracy, which is required for employment in most
foundational level education and training positions. It is a qualification that is
transferrable to a variety of other employment opportunities, and so many of the
volunteers who apply are primarily motivated to gain this qualification, as well as the
teaching experience that goes with it. Note that all of the volunteers are expected to
complete a set length of service once they have completed the training (usually two
years depending on how frequently they volunteer) so this motivation is not
necessarily a deterrent for the organisation to accept those with this motivation as

volunteers.

The second set of motivations that VL24 described was more altruistically and

socially motivated.

VL24: So people who, actually they just want to volunteer. Some people are lonely ... we’ve got
people who, they just want to give back, they want to volunteer. They um, it’s something
they’ve been thinking about for a while and, and you know, this is the right time for them to

do it. But we have existing volunteers who are motivated by, you know, wanting to socialise,
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or you know, um ... do something with their time. Maybe they don’t work, or they’re retired.

You know we get quite a few older people who have got more time on their hands so, yeah.

The altruistic motivation has already been discussed in detail, however, the
motivation to alleviate loneliness was only briefly alluded to in one of the volunteer’s
answers. This does, however, appear to be a valid reason for many people wanting to
volunteer with Organisation B, particularly for those who have either retired or are out
of work for various reasons. For some, it may be that volunteerism lets them utilise
their previously developed skills and abilities so that they do not feel that these skills
have lost their usefulness (and possibly that they are also losing their usefulness).

This motivation of filling up spare time (albeit with a productive and worthwhile
activity) is not a particularly desirable response for the volunteer to give, a point that

was acknowledged by VL24.

I Do you think the motivations that people put on the form, and the motivations that people put
in their interview are generally, um true? Or do you find that actually often people put
something on the form but actually you can tell there’s something else going on?

VL24: Well yeah, I think, most of the time they’re, they’re as truthful as they’re willing to be but I
guess the loneliness part, you would never write on the form, “I’m actually pretty lonely and I

think this will be a good way to meet people and socialise”.

This suggests, similar to the informal observations of the experienced volunteer in
Organisation A, that volunteers may only disclose motivations that they believe to be
socially desirable. This could occur at a conscious level, a sub-conscious level, or
both. Volunteers may be worried about the social stigma that would arise if people
found out that they were volunteering to alleviate loneliness, or to drive in a big truck
with the lights on, and disclose instead a motivation that they believe people will
more readily accept. Or, it may be that volunteers do not want to admit to themselves
that they are feeling lonely and looking for a way to alleviate this, and so convince

themselves that they are volunteering in order to make the world a better place.

Developed Motivations

Volunteers from Organisation B also discussed motivational factors that had
developed as result of the training, and other factors. The most significant of these

factors were inspirational insight and intellectual challenge.
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Inspirational Insight

All of the volunteers noted experiences where they had encountered stories or
experiences which had convinced them of the value of the volunteer work that they
were a part of. For VL24 this came via a role within the organisation, where first-hand
experiences were shared by tutors of the progress that was being made with students.
Similarly, VL23 was inspired by the stories that were shared during the training event
and the insight that this gave into the struggles of people with low literacy. This
developed a new sense of altruistic concern that had previously not been evident when
applying to be a volunteer.

VL23: During the training they really gave us an insight into the amount of stigma attached to not
being able to read and write, and the personal suffering that goes on as a result. And the other
day there was a man standing at the, um, spices section of Countdown, and | was going back
and forth getting the tea and so on, and I went to get a spice and he said to me “do you know,
if they have cinnamon here?”, and there was lots of cinnamon there, and I realised, he
probably, his wife had asked him to get cinnamon and he just couldn’t read the labels. He was
standing there for ages you see, before I went up. So I don’t think I would have thought of that
before. So | have got an insight into the fact that this is really a blight on their life that does
have a real sense of shame, and something they try and hide, and stays with them. And it
would be really nice to, but it wasn’t what was motivating me to do it, but in hindsight, I, | see
that um, if you can help them turn that corner and have less of a horror in their life it would be

quite nice.

VL26 was the volunteer with the most experience of the three, and reflected upon the
advances (and setbacks) that had been made with those receiving tutoring. For this
volunteer, contributing to the progress being made by these students was a clear

motivation to continue as a volunteer.
Intellectual Challenge

The desire to utilise existing skills and knowledge has already been noted as an initial
motivation to volunteer, but for two of the volunteers, the prospect of encountering
new intellectual challenges, and developing their skills and knowledge further, was a
new and added motivation for them. For VL23 this challenge related to applying
existing skills and knowledge to a new set of learners with significantly lower literacy

levels than previously encountered.
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VL23: They get very low level literacy learners sometimes, and the challenge of ... someone who’s
really quite, you know, can’t recognise letters or words as an adult, um, and it is a, a bit more
of a challenge, and that’s something that I haven’t really dealt with at an adult level. So I'm

quite interested to see how | can apply what | know to, such a low level of literacy, yeah.

As noted earlier, VL26 has the longest length of volunteer service with Organisation
B, and this has included tutoring students with a wide range of intellectual and
developmental challenges.

VL26: Look I find it’s intellectually challenging, because | can um, like the guy with um, foetal
alcohol spectrum disorder, I think I’ve ended up with learning and knowing more about that
than anybody else in the organisation, just because, you know you want to know why things
are happening and what’s come about. You get these people with other complaints, with the
autism, and alzheimers, and why they’ve got learning difficulties, and you know I just find

that’s challenging trying to, find out what they are.

This has led this volunteer to conduct independent research into a number of these
conditions, and try a variety of different approaches to achieve better results for the
students. The challenge of working out what is going on for the students, and the best
approach to use, is a developed motivation that has been developed as a result of

volunteer experience.

Analysis of Volunteer Motivations Using VFI Results

The findings of the semi-structured interviews generally relate closely to the results of
the VFI Questionnaire. They are briefly compared here, starting with the functions
identified by the VFI Questionnaire, and then considering the aspects of the
interviews that are not easily allocated. The purpose of this comparison is to ensure
that the findings of the interviews are consistent with the results of a rigorously tested

theoretical approach in order to enhance the trustworthiness of the findings.

Values

The values function describes motivational factors that provide the opportunity to
express values related to altruistic concerns. This function is commonly found to be
the highest rated factor and was rated (on average) the most highly by the volunteers
who completed by the questionnaire. This was also reflected in the responses given in

the interviews, with all of the volunteers noting that motivations such as “giving
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back” and “helping people” were important for them (though for one of the volunteers
this was an aspect that was developed later). The developed motivation of
“inspirational insight” also relates to this function, as the insights inspired volunteers

with a passion to help others.

Understanding

The understanding function describes motivational factors that provide the chance to
gain new learning experiences and exercise existing knowledge, skills, and abilities. It
was rated the second highest function, and was ranked consistently highly across both
organisations, and all of the individual responses. It was the most highly rated
function for students, and those aged 16-20. This relates strongly to a number of
motivations expressed by the volunteers, including the motivational factors of
personal challenge, utilising existing skills and knowledge, developing new skills, and
intellectual challenge. It is not surprising to see that the younger volunteers rated this
function highly, as they were predominantly volunteering in preparation for future
careers, and thus new learning experiences would be valuable to help prepare them for
this. It is, however, a little surprising that it does not rank as the most important
function for those who are retired, and aged above 65, as the utilisation of existing
skills and knowledge, and intellectual challenge, were such strong themes for these

volunteers.

Enhancement

The third most highly rated function on the gquestionnaire was enhancement, which
describes motivational functions that involve feelings of positive strivings, and those
used to obtain satisfactions related to personal growth and self-esteem. This function
relates strongly to the initial motivation of personal challenge, and may have been
linked by some volunteers to inspirational insight and social interaction (as described
within that section). It is perhaps surprising to see this ranked so highly on average as
it is not particularly ranked by any of the volunteers (with the possible exception of
VF25), or in any of the demographic areas, and does not feature strongly in the
interview responses. It is possible that this is an aspect that people are less likely to

discuss openly, or that the interview questions were not framed to capture sufficiently.
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Career

Three of the volunteers expressed a strong career motivation, whereas for others this
was not an influence at all, which made this the most variable of the six motivational
factors. For three of our volunteers this was the lowest ranked function, whilst one
ranked it as the most important, and another as the second highest. The career
function describes motivational factors that allow career related benefits, including
preparing for a potential role, and this was rated on average as the fourth highest
function by our volunteers. It was ranked as the second most important function for
students, but the lowest rated for those who were retired. Clearly this is a very
important factor for some volunteers, but not for others, and is closely linked to age
and employment status. This was reflected in the interviews with the three volunteers
who ranked this function in their top three, all noting this as a motivational factor in

the interviews.

Social

Perhaps surprisingly, the second lowest function as rated on the questionnaire was the
social function, which describes motivational factors that provide the ability to
socialise or engage in activities viewed favourably by others. This would seemingly
relate to a number of motivations identified by the interviews such as the camaraderie
factor, as well as the influence of others (role-model figures), and strong peer
relationships. It is possible that due to these being factors that generally developed
over the course of their service, as opposed to initial motivations, these were omitted
by the volunteers when completing the questionnaire. Nevertheless, it is surprising

that this was not rated more highly given the responses in the interviews.

Protective

Lastly, the protective function describes motivational factors which involve processes
associated with the ego, including protecting from feelings of guilt or negative
feelings of the self. This was rated as the least important function overall by the
volunteers, but it was ranked more highly by those who were retired, and as the
second highest by VL23. This corresponds with the responses from VL23 indicating
that tutoring helps to “perk me up”, as well as the responses from both of the retired

volunteers that they wished to ensure that their acquired skills and knowledge were
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still being utilised. It is perhaps one of the motivations that may suffer the most from
the self-reported nature of both the questionnaire and interviews, with volunteers, as
noted earlier, not being willing to share a motivation, such as to avoid loneliness, or

loss of usefulness.

Other Motivations and Summary

There were a few motivations described by the volunteers in the interviews which did
not clearly relate to a single VFI function, or alternatively, related to different
functions for different people. For example, emulating the good deeds of an important
childhood role model could relate to an enhancement function (feelings of positive
strivings), a values function (the opportunity to express altruistic concerns), or a social

function (the ability to engage in activities viewed favourably by others).

Nevertheless, overall it can be seen that the findings of the semi-structured interviews
correspond fairly strongly to the results of the VFI Questionnaire. The values and
understanding functions related highly in both, and the protective function was lowly
rated by all but a couple of volunteers. In both the interviews and questionnaires the
career function was ranked variably, dependant largely on employment status and age,

with these variabilities reflected similarly in both data retrieval methods.

Volunteers’ Perceptions of the Training Programme for

Organisation A

The volunteers at Organisation A have two forms of training, the preparation and
assessment of a series of formal and nationally recognised mandatory assessments,
and the informal practical training that occurs at weekly training nights. The formal
assessment component comprises a humber of unit standards (modular assessment
blocks) on the New Zealand Qualifications Framework, and volunteers are restricted
in their activities until they complete specified unit standards. So, for example, Unit
Standard 3285 “demonstrate knowledge of protection of personal safety at vegetation
fires” must be completed before the firefighters are allowed to attend a live fire in a
rural setting. The informal practical training includes drills such as rolling out and
checking hoses, fire simulations, and learning to use equipment properly. The

volunteers’ perceptions of both of these training aspects were sought, and these
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responses are summarised in terms of those aspects of the training that were positive,

and those that were negative.

Positive Aspects of the Training for Organisation A

There were a number of aspects of the training that the volunteers in Organisation A
found to be helpful. They enjoyed the mixture of formal and informal training,
learning that they determined to be relevant and transferable, and the chance to

interact and learn from experienced peers.
Mix of Formal and Informal

The volunteer firefighters in Organisation A appreciated the mix of formal and

informal training, which captured both practical skills and theoretical knowledge.

VFE25: Both [types of training] have equal values. You can’t be a good firefighter if you’re not fit
enough and don’t have the practical, hands on skills, to perform the task. And you can’t be a
good firefighter if you don’t know what a branch is, or what, what a fourth, what the
difference between a rubber, and a percolating and a non-percolating hose are. You can’t be a
good firefighter without the knowledge and without the practical skills. Yeah, so they’re both

equal.

They noted that without the more formal training structures, the informal training
could become a bit overwhelming, as they were constantly confronted with
equipment, procedures, and techniques which they did not fully understand. However,
the practical training was invaluable to reinforce and contextualise the knowledge that

they had learnt in the formal training.
Interactions with Experienced Peers

A feature of the informal training that was appreciated by most of the volunteers was the
opportunity to learn from a range of experienced volunteers. This peer learning was generally
effective, and helped to develop relationships between the new recruits and the rest of the

squad.

VF21: [The initial training has] been focussed at aiming me to get through, and um, so I’ve covered
things--- it’s more sort of someone coaching me, which has been great, and I don’t generally
have the same person each week that | go along to training, which is good as well because
they’ve got different ways of thinking and how they cover things, but they’re generally seniors

that I am sort of coached by ... You get to know the squad better, um, because when you’re
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under circumstances that can be quite intense people react differently and if you know them a

bit better it’s actually easier.

As noted earlier, these peer learning relationships sometimes led to the new recruits
and experienced volunteers meeting outside of the regular training hours for extra
assistance. Two of the volunteers emphasised the openness of the experienced

volunteers to help to accommodate them to their roles.

VF19: Like, there’s no, no one stopping you from coming down here. ...the other fella who just
walked in before ... we come down and we just pull out a truck and we train on it, just to get
the training, and that’s good. When you go back on a Wednesday night, because you’ve
already done training on there, and they go “oh have you already done this” and you go “yep,
I’ve had some experience on it” and that’s good because then they can critique you on where

you, where you’re going wrong and that.

Clearly these relationships between volunteers must be fuelled by, and in turn help to
grow further, the collegiality within the station. Thus the peer learning relationships,

and the collegiality within the station, help to reinforce and grow each other.
Relevant Learning Content

All of the firefighters found at least some part of the training to be useful, and most
found it to be invaluable. Typical of their answers was this response from VF22:
“Like um, it was good stuff, it wasn’t like that sort of useless stuff you get taught
sometimes that’s of no real point. This stuff is all sort of stuff you’ll actually need to
know.” Given the dangerous nature of firefighting, safety was a paramount issue, and
the volunteers stressed the importance of completing training to ensure that they kept
themselves (and others) safe when fighting fires. The priority given to safety training
was reassuring to one volunteer, who took comfort in the fact that all of the volunteers

had completed similar safety protocols.

VF21: | think it was, it actually covers how serious they take it to me, and that we are all safe. Like |
say when you’re dealing with things like fire, it’s um, yeah. And it’s knowing that we’ve all
been taught the same things. You can’t just literally let anybody in to, just cover this, because
you’ve got to cover everything yourself and have everybody’s back around you, you’re

supporting each other.

For another volunteer, the transferability of skills to other contexts was important.
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VF19: 1 mean, you’re learning new skills about firefighting which is what I want to do, and at the
same time there, also, it’s basic, like, basic life skills, like problem solving and that. A lot of
the stuff we do is problem solving, because obviously going to emergency situations you’ve
got to figure it out, which is really good to use. Especially when you go back into other

situations.

It is evident that the relevance of the learning content was a positive factor for the
volunteers. This was especially noted in relation to the transferability of the skills

learnt, and importance of the learning content to keep them safe in their service.

Negative Aspects of the Training for Organisation A

Other aspects of the training were found to be unhelpful by the volunteers. They felt
that they had little control over the learning content, and there were difficulties with

how the training was structured and delivered.
Issues with Learning Content

The firefighters felt that they had very little control over either the content or delivery
of the formal training components. They all described the formal qualifications as
being heavily prescribed, with no flexibility in learning content. When this related to
safety protocols, this gave comfort to some of the volunteers (as noted earlier),

however, for other volunteers this led to a compliance mentality towards the learning.

VF22: A lot of [the formal training] is just sort of I have to do it because I have to do it. So it’s...
‘cause I don’t really enjoy, and some of the stuff in the books are sort of, I find it’s a bit over

the top some of the safety stuff and that, but I just do it because everybody has to do it.

This rigidity of content is possibly due to a number of factors including the
importance of safety protocols within this context, the fact that the training is
externally recognised on the national framework, or even the hierarchical nature of
Organisation A. The outcome is that volunteers feel that they have no say in the
learning process, and this had an adverse effect for some, on their perceptions of the

training.

The lack of flexibility caused other issues for the volunteers, with some feeling
pushed hard, and others not pushed enough. Three of the volunteers noted that they
felt stretched by a number of the training aspects. Two found it challenging to fit the

training around responsibilities at work, home, and with friends, whilst another
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struggled at times with the physical nature of the training due to an existing medical
condition. One volunteer, however, noted that the informal training was not

challenging enough physically, due to the high range of ages and abilities within the
group.

VF19: Sometimes we’ll go, go to an area, have like, pretend that there’s a fire up there. And so,
because everyone’s at different, different fitness levels and that, they can look a lot more tired
than others, but for some of us who are pretty fit and that, you get up the hill, you go up once
and you come back down, and they go “oh that was an awesome job, really easy”, and it’s like

“it’s only been ten minutes”. [laughs]

The inability to customise training to individual needs can lead to some feeling
stretched, whilst leaving others feeling unchallenged. Personal challenge ranked
highly amongst the volunteers as a motivational factor, so this could clearly have an
adverse impact for those with this motivation.

Issues with the Structure and Delivery of the Training

Additional to the questions surrounding the learning content, there were a number of
criticisms regarding the delivery of the training. This included both the formal and
informal aspects of the training, and mainly centred on deficiencies of structures and

systems to deliver the training efficiently.

When discussing the formal elements of the training, some volunteers expressed
disappointment with the pace that they were progressing at, and the communication of
how the formal training was to be completed. This was of particularly concern to
those with a high career motivation, who were highly motivated to complete formal

assessments.

VF19: TI’ve only done one [unit standard], so it’s not really--- ‘cause they’re quite slow on that paper
work kind of stuff.

I: Yeah, would you like to have done more?

VF19: Yep. Ideally I would have liked to have been qualified last year. And they, because it’s for unit
standards, unit standard took one night, literally ... so, [a head office representative] was going
to set up a course, where you got all three unit standards in a weekend, that’s how easy it is to

get. But it just hasn’t, it kept falling through. So it is frustrating that it’s taking so long.

Despite there being widespread appreciation for the peer learning system during the

informal training nights, a lack of structure hindered this aspect for some volunteers.
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One volunteer noted the lack of training for those providing this peer support, as well
as the lack of prior planning as to who would provide it. This sometimes led to

inconsistent training and a repetition of learning content.

VF19: There was no structure, when | first got here. So the new guys, it would be ideal to have the
new people, one person teaching them, and they go through like, like modular through the
different things, rather than--- because what I found was we’d get to here, and they’d be like
“who’s going to take the new recruits?”, they chuck you here, you go here, you go here, and
you wouldn’t have people knowing where you’re up to. So you’d have to, they’d almost be re-

teaching you every single week the same things you’ve already done.

For many of the volunteers a more transparent training programme, or process for
training, would have helped to increase their confidence in what they were being
taught.

Volunteers’ Perceptions of the Training Programme for

Organisation B

The adult literacy tutors from Organisation B are required to attend a formal training
workshop before they are allowed to engage in any tutoring for the organisation.
Following this workshop a range of assessments need to be completed towards a
formal qualification. These assessments include some practical assessment work, as
well as a number of written tasks. Prior to 2016 the tutors completed a learning
programme (the Certificate in Adult Literacy Tutoring) created and run by the
national body, which did not sit on the New Zealand Qualifications Framework
(NZQF). In 2016 however, the requirements were changed and all new tutors were
required to complete The National Certificate in Adult Literacy and Numeracy
Education (NCALNE) which is a level five National Certificate on the NZQF.

Positive Aspects of the Training for Organisation B

There were a number of aspects of the training that volunteers from Organisation B
found to be helpful. They identified that the training had provided a range of useful
content, a good learning atmosphere, and helpful ongoing tutor support.

Relevant Learning Material
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Two of the three volunteers identified a variety of helpful learning content within the
course. Valuable content areas included practical ideas for teaching adult learners, the
different ways that people learn, and addressing the needs of Maori learners. For both
volunteers, and despite the initial reservations of one of them, the course proved to be

a necessary preparation for the demands of teaching adult literacy.

VL23: And looking back on it, of course it’s hindsight, but it would have been a mistake to just dash
in there. | thought | could just dash in there and do it, but when they were talking about the
low level of people who were coming, they weren’t just say, students who wanted a bit of
extra help, or someone who was at work and just needed help writing reports, some of them
who would come would be very reluctant to come, and very hesitant, and have to have a lot of

courage to show up at the door and all that kind of thing.

Despite initial concerns about completing the assessments for the course, this
volunteer found that the learning from completing the assessments was valuable, and
the learning and discovery involved in completing assessments was enjoyable.

Enjoyable Atmosphere

All of the volunteers agreed that the atmosphere within the workshops was friendly
and enjoyable. This provided a relaxed and comfortable environment to learn.

VL24: Yeah, | think there was a nice atmosphere. Yeah, | think so. | think everyone seemed to feel
quite comfortable, straight off. ... | think it seemed, everyone seemed really happy, and

people took part in all the activities.

The use of group activities and collaborative learning activities encouraged the

volunteers to participate and enabled input from a range of voices.
Ongoing Tutoring Support

Following on from the course there was a support system for the volunteers which
assisted them to navigate their way through the assessments, and integrate the new
ideas into practice. This involved an experienced tutor meeting up with the new
recruits following the training, and being available to talk through any comments or
concerns. For one of the volunteers, this was particularly helpful, and they relied on
this support person, as well as other experienced tutors within the organisation, for

support following the training.
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VL24: So we’ve got a tutor support person, who’s a senior tutor here. ... then after [the training] the
tutor support person met, made two different times that all the trainees could go to, so we
could go through exactly what we needed to do for the assessment. And then, I’ve talked with
another tutor who’s, she already tutors here, she’s got another qualification, but we’ve been
talking about how it’s going, and like setting each other, like, deadlines to submit and stuff. ...

it’s been quite comforting ... knowing that you can contact someone if you’ve got questions.

For new tutors with anxieties around assessment, as well as practice, this additional

support can be very beneficial.

Negative Aspects of the Training for Organisation B

Unfortunately there were a number of aspects of the training that the volunteers found
to be unhelpful and at times demotivating. A number of issues with the learning
content were identified, as well as issues with the structure and delivery of this
content. All of the participants from this organisation came into the training with
extensive experience and qualifications but these were not recognised. Additionally,
one volunteer described the externally mandated requirements as an unhelpful

influence on the training.
Prior Knowledge and Qualifications Not Recognised

The three volunteers from Organisation B had significant experience and advanced
qualifications (i.e. higher than the level five qualification that was required), in
closely related fields such as education and linguistics. It was a source of frustration
for these volunteers, that this previous knowledge and experience was not recognised

in any way.

VL26: | know in [another voluntary organisation] they looked at, um, RCC — Recognition of Current
Competency, and RPL - Recognition of Prior Learning. This organisation seems to be
unaware of it. Um, which is nonsense really. Because I, I would suggest that my, my
knowledge in some of these areas is a good deal greater than what’s in these bloody unit

standards.

VL23 was surprised at being required to do the training despite prior learning: “I was
hoping to be able to do the volunteer work with the experience and knowledge I’ve
got ... you know, the training was kind of, thrust upon me”. Though most (but not all)
of the volunteers eventually acknowledged that the training was of some value, there

were still many content areas which did not elicit new learning.
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Issues with Learning Content

Because of their prior knowledge, many of the volunteers came into the training with
expectations of what would be covered, and were disappointed with gaps in the
learning content. For example, VL23 noted the absence of any discussion on

linguistics.

VL23: The other thing that was challenging was the lack of discussion about language itself. Which |
feel in a training course for adult literacy, there should be a real grasp of what language is and
how it works, in order, and how the brain functions with language, in order to teach it

properly. But there was no mention of that at all.

One of the volunteers took this criticism further, and ultimately concluded that there
was little learning content of any real value for potential tutors. This volunteer
believed that the primary focus of the course was to fulfil externally mandated
assessment requirements, and that there was little to no focus on aspects that would
actually help the tutors to be good adult literacy tutors.

VL26: [sigh] It wasn’t particularly motivating. In fact, my concern, and it’s probably a bit unfair, but,
but my concern really was standing back and looking at it and thinking there are people, well-
meaning people, who want to come along and volunteer and try and help some of these people
with literacy and numeracy issues, and this stuff isn’t helping them at all, cause there was,
there was nothing in it that taught them about how to teach. It was about filling in forms just

to meet the unit standard requirements. And that’s nothing. I mean it’s rubbish.

The most contentious aspects of the training for the participants related to Te Tiriti 0
Waitangi, and to Maori learners. None of the volunteers interviewed were of Maori
heritage, but one of the volunteers had studied much of this content in previous
qualifications, and so felt that the content was mostly a repetition of prior learning.
One volunteer who had immigrated to New Zealand found this aspect to be
unexpectedly useful to her, but also found it challenging when forced to speak the
language. The remaining volunteer found this material to be particularly confronting,
and divisive for non-Maori. This volunteer told the story of a volunteer leaving the

training programme as a result of this content.

VL: | took my car, and took another guy who was actually volunteering at the CAB [Citizen’s
Advice Bureau] across to the first session, which was a Saturday session, and [laughs] | went
to pick him up for the second session, and he came out and said he just couldn’t hack it,

because the first session had all been about Maori issues in education, and, well ... they were
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coming on pretty strong, and, and there were, we were getting a paper right at the end of the
day, and I can’t remember who it was, but it was one of the Maori radicals, and basically
blaming us Pakeha for everything, and um, and this, this guy was a Scotsman, and it just
completely turned him off to the whole programme. It was just, it was over the top really. |
mean there was no, there was no middle ground, no discussion, it was just, everything was
slating the Pakeha. And, which is not necessarily unjustified, but um, it was um, it wasn’t

helpful.

Discussion of Te Tiriti o Waitangi is an important part of education within New
Zealand society, and particularly so for adult literacy tutors, as Maori learners make
up a high percentage of those struggling with adult literacy issues (Literacy Aotearoa,
n.d.). Unfortunately, some volunteers felt uncomfortable and out of place with the
way in which this content was approached.

It is also important to note that this was not the only example provided of volunteers
dropping out as a result of the training. Two of the three volunteers had heard of a

number of people who had pulled out during the training.

VL24: We had a couple of people who dropped out after the first day. So I guess, they were the

people, but they didn’t tend to, they weren’t saying much anyway? So I guess...

The two volunteers did not personally know the other people who had pulled out, and
so could not answer any further as to why they did not return. It is fairly safe to
assume, however, that due to the timing of the withdrawals, most were somehow

related to either the content or delivery of the training.
Issues with the Structure and Delivery of the Training

As with Organisation A, the volunteers in Organisation B felt that they had little
choice in relation to the learning content and the assessment of the training
programme. One suggested that this actually ran against the very principle of “learner

centred learning” that was being taught at the course.

VL: | felt, well um, the thing about the training was, it was talking about learner centred learning,
but 1 felt it was, | know she was trying to be learner centred, but the actual training itself
wasn’t learner centred. Because it was all set out what we, so it wasn’t really a mirror of what

we were, she had us doing little activities but it’s not quite the same thing.
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Further problems were noted with the delivery of the course, with a volunteer feeling
that the tutor did not respect input that was offered. This left this volunteer feeling

disempowered, and hesitant to offer further input to the group.

VL: ... she had “gap fill exercises” which she was calling “cloze exercises”. And a cloze is where
you leave out every nth word, like every fifth or every seventh, and it’s an assessment tool.
And you just don’t care what word you do, that’s a “cloze test”. But she was calling all the
“gap fills”, “cloze”, and | felt that since we were professionals etcetera, we should be using
the right term. But she was quite scathing, she said “oh, well you’re just being, that’s just
semantics”. And so I didn’t feel she respected my input, or she wasn’t willing to learn from
the ... Yeah, she was very dismissive of that, and she kept calling them “cloze test”, and |

thought “those are gap fill”. [laughs]

It is noteworthy that for those volunteers training in 2016, the course was being run
for the first time in a new format. Perhaps because of this, there were a number of

aspects of the training that were either unclear or ill-defined.

VL24: Because ... it was the first time it’s been run as the base training for the organisation, so uh,
the tutor kept saying that we were the guinea pigs ... So it’s been challenging to understand
what they want from us in terms of the assessment, because I think they’ve been figuring that

out for themselves. So, yeah.

Learners ultimately want to have confidence in both the training that they are
undertaking and the people who are providing it. Being called “guinea pigs”
undermined the learners’ confidence in whether the course was adequately equipped
to deliver the training optimally. The volunteer who had completed the previous
training programme (the Certificate in Adult Literacy Tutoring) similarly noted

problems with both the assessments, and the organisation of the course in general.

VL26: The CALT had four, four assessments from memory, that had to get sent off, and they’re sent
off in a bundle, and they said “oh, be about 12 weeks before you hear”. I said “pardon?” I
thought, you know, as a learning organisation you don’t wait for 12 weeks to tell people
they’ve either succeeded or failed from something. I thought it was bad so, actually turned out

it was closer to 14 or 15 weeks before I got the results back.

The lack of assessment detail was particularly notable to those who had done previous
study, and led to a sense of confusion about what was expected and how things were

to be marked. This was not helped by a reportedly inaccurate description of the
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assessment process, which led one of the volunteers to rush to complete assessments

that were not actually due for months.

VL24: After the first two days the trainer said, she gave us this print out with what she said we
should do in the two weeks between the next block course. And basically | looked at the list,
and it looked like | had to complete all the assessments by the next block course, so I think |
spent the next week, like | was doing stuff, like either working or looking after my children or
doing those assessments, from like six in the morning till ten at night because | was trying to

get it all done. But then, when we went back, she said “oh no, you don’t have to have it all
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done” it was like [groans] “oh, but you gave me that list

This volunteer found the extra workload required to fulfil the assessment
requirements was difficult to fit around work and family requirements. Garnering the
motivation to complete these assessments was made more difficult when it was
believed that the content was irrelevant, and the only purpose was to fulfil the
requirements of the course. VL26 noted that at times this belief led to a “tick the box”
attitude, where many volunteers simply fulfil the requirements of the course, with
little real engagement with the content.

VL26: I'm always open for new learning. So, that was, that was never an issue. It was, just turned out
the quality of it | thought was, not good. And | heard other people say other, other tutors at
[Organisation B] ... “well you know you just, you just play the game. Fill in the forms, play

the game”.

This feeling of irrelevance was a major de-motivator for the training, and led to

disengagement with the learning process.
Driven by External Forces

As noted earlier, VL26 described many of the aspects of the course as irrelevant, and
believed that they were included to appease the requirements of the National
Qualification, and for government funding, rather than to help the volunteers to be

more effective as tutors.

I So what does NCALNE get you, in terms of what you can do as opposed to the other one?

VL26: Nothing, it’s just the level five National Certificate. It’s more recognised.

I Sure. So why did you elect to that as...?

VL26: Oh | thought there might be some more learning involved. Um. Oh, and the fact that TEC
want all the tutors who are doing teaching programmes that are funded by them to have

NCALNE. So, it’s a minimum thing.
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NCALNE, the government funded national qualification, is now mandated for all
incoming literacy tutors to the organisation, and in the future may be extended as a
requirement for all existing tutors regardless of their previous experience or
qualifications. VL24, speaking from a role within the organisation, expressed concern

that this may see many of the (mostly older) existing volunteers leave Organisation B.

I: So have you had any of those people who've just, the training has just been the deal-breaker
for them?

VL24: 1 think we're going to. Because it's, because it's now, this, the NCALNE block, that training is
now the basic requirement for any tutors, at any [branch], I think we're going to have that as
the deal-breaker. So in future if, if more pressure comes, which I think a lot of it, it's all from
the Tertiary Education Commission ... So | think in the next year or so, there'll be more
pressure for all tutors to have it. And then we're going to start losing our older tutors | think,
who don't have it, who don't want to study.

I: Oh, who haven't done it in the past, and will now need to do it?

VL24: Yeah. They've got a minimum qualification which was what [the head office] asked for
before, which was the Certificate in Adult Literacy Tutoring, but they don't want to do

anything else, and they're not going to commit to it, and I think that's what's going to happen.

On the one hand the advantages of studying towards a nationally recognised
qualification are substantial, both in terms of government funding, and attracting
volunteers with a career motivation to the organisation. The inflexibility of this
qualification, however, appears to have led to reduced learning outcomes for at least

some volunteer tutors.

Summary

The semi-structured interviews outlined a range of motivational factors that were
thought to be significant. Volunteers within both organisations identified altruistic
factors as being important, and there were also volunteers from each organisation who
expressed a career related motivation. A sense of challenge (whether physical,
intellectual, or psychological) was another motivation shared by both organisations
though they were expressed in different ways by the different groups of volunteers,
probably due to the differing nature of the volunteer service. The generally older
volunteers from within Organisation B, were keen to utilise their existing knowledge
and skills, and received positive feelings from these learning interactions. By contrast,

many of the volunteers from Organisation A were motivated by the development of
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new skills and learning. Interactions with experienced peers was a positive ongoing
motivation for both groups, with the stories of peers from Organisation B inspiring the
volunteers, and the active mentoring of those within Organisation A motivating them.
These findings from the interviews were generally consistent with the findings of the

VFI Questionnaire.

In terms of the training, there were also remarkable similarities in the answers given
by both groups, despite the differences in volunteer profiles and training style.
Volunteers from both organisations appreciated when the learning content was
relevant, and enjoyed the support of experienced volunteers. In addition to these
factors, the mixture of formal and informal training was a successful part of the
training for Organisation A, as was the enjoyable training atmosphere of Organisation
B. Both organisations had issues with the learning content, and structure and delivery
of the training, which discouraged their volunteers. Common complaints included
little learning choice, inflexibility of the training, a lack of learning structures, and
gaps in learning content. Additionally, volunteers from Organisation B noted the lack

of recognition for prior knowledge and experience as a demotivating factor.
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Discussion

The purpose of this research was firstly to investigate motivations for volunteering,
and then to further explore whether these motivations were affected by the training
that these volunteers were required to undertake. This is summarised by the main
research question: How are the primary motivations of volunteers affected by the
initial training that they are required to complete? Whilst there is a growing body of
research into the motivations of volunteers, and a limited body of research examining
the effective training of volunteers, both of which were discussed in the literature
review, there has been little research that tries to examine the relationship between
these two factors. This relationship between the motivation of volunteers and the
training that they undertake is important for organisations to understand, as most
formal volunteer environments provide some form of initiation training to volunteers
within the first few months of their service. If the training proves to be a motivating
factor for the volunteers, the organisation will be more likely to retain the new
volunteers, but adverse reactions to the training may result in volunteers leaving the

organisation.

Motivations to Volunteer

Sitting below the main research questions were three sub-questions. The first sub-
question was: What were the volunteers’ primary motivations to volunteer?
Volunteers from both organisations identified altruism as the most important
motivation, and either the acquisition of knowledge and skills, or the utilisation of
previously acquired knowledge and skills, as another important motivation. The
career motivation was often prominent, but also the most specific, meaning that it was
either rated by volunteers as very important or not very important all. Other
motivations that were significant included the influence of others, interactions with
peers, personal challenge, and camaraderie. An important moderating factor through a
number of these motivations appeared to be the stage of life that volunteers were in.
Additionally, second-hand accounts of a number of volunteers who did not participate
in the research were given, and suggested that other motivations such as the

alleviation of loneliness and filling in of time were valid, but under-reported.
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Altrusim

Previous research has suggested that altruism rarely, if ever, exists as a motivation for
volunteers in isolation (Clary, Snyder, & Stukas, 1998; Cnaan & Goldberg-Glen,
1991). Rather, there exists a complex interplay between altruistic and self-oriented
roles (Hustinx et al., 2010). This was the case for the volunteers interviewed within
this study. Whilst all professed, at some point, to harbouring altruistic concern as a
motivation for volunteering, this was always linked to a variety of other, more self-
oriented motives. For many, altruism was expressed as a helpful by-product of
another more self-orientated goal. Burns et al. (2006) suggest that altruism may be a
factor in all other motivations for volunteers, even those concerned with self-
advancement such as career and esteem (though to a lesser extent for these particular
motivations than for others). The scope of this study did not allow enough data to
examine this hypothesis closely, however, at a bare minimum it can at least be stated

that altruism was present for each of the volunteers, alongside other motivations.

A more pessimistic way to look at the high altruistic rating, would be to suggest that
the desire to make the world a better place is simply a socially desirable answer that
people feel they ought to provide, or will make them look better. Or, to take this even
further, an answer that they can provide to lessen any feelings of guilt or
embarrassment about other self-orientated motives. The tendency for self-reported
research to over-emphasise socially desirable answers is certainly an area that has
been identified as a danger in previous research (Aydinli et al., 2016; Shye, 2010).
And the tendency for volunteers to give socially desirable answers was supported by
the informal observations of one of the experienced volunteers in Organisation A, and
in the interview with one of the volunteers in Organisation B. | find it doubtful, given
the openness of the interviewees, and their candidness about many other subjects, that
any deception or misrepresentation was occurring at a conscious level. It has been
suggested that helping behaviour, which is an area with close connections to
volunteerism, involves a complex interplay of conscious and unconscious beliefs
(Aydinli et al., 2014). A possible explanation could therefore be that volunteers are so
attuned to hearing the most commonly given response as to why people volunteer (to
“make the world a better place”), that they believe this to be the only genuine and
proper answer to give. Thus, by deciding to volunteer, they assume at a conscious

level that this is indeed their reason for doing it, even if there are other, perhaps sub-
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conscious, motivations at play which are more important to them. There are few
people who are not happy to help others, especially if it can be accomplished through
an activity they are already planning to undertake for other reasons. But gaining
satisfaction from the act of helping people through an already pre-determined activity,
and actually wanting to do the activity for the purpose of helping people, are two
separate concepts that can possibly become confused. And by its very definition if
there is another self-oriented motive present, the activity can no longer be purely
altruistic anyway (Piliavin & Charng, 1990).

The Impacts of Age and Stage of Life

The acquisition and use of skills and knowledge was expressed as an important
motivation for the volunteers of both organisations. But this motivation was described
in different ways by different volunteers, and these differences were strongly related
to the volunteer’s stage of life. For the younger volunteers this motivation was heavily
driven by career goals, for those in their mid-life it was linked to the idea of personal
challenge and development, and for those in retirement it was linked to the utilisation

of knowledge, including that which was previously learnt.

Previous research has noted the influence of age and stage of life upon volunteer
motivation. The career motivation has been shown to have a negative correlation with
age (Ferreira et al., 2012), and those over 50 have been found to be more highly
motivated by altruism and less by career motives (Principi et al., 2012). The three
volunteers from this research who exhibited a significant career motivation were all
aged under 40, with two of them being aged under 20. It is unsurprising to find out
that those who are younger are more likely to be motivated by career motives, than
those who are entering into retirement. Yet this has significant implications for the
training of volunteers, as training, and more specifically qualifications, are much more
sought after by those with this particular motivation. This is not to say that the
acquisition of knowledge is not valued by those who are older. To the contrary, the
acquisition of new knowledge was highly valued by those who were retired, and
actually developed into a strong ongoing motivation. But the formality and
recognition of this learning was not as important as the relevance of the learning and

the ability to apply learning into practice.
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Warren and Garthwaite (2015) noted a significant effect of milestone events for the
volunteers within their research. In the present study, three significant milestones
were noted by the volunteers: entrance into the workforce, children moving out of
home, and retirement. A growing number of young people are volunteering in order to
help them to prepare for a future career path, and this can enhance the chances of a
better degree and job prospects (Wilson, 2012). As has been discussed previously, the
primary motivation of the two youngest volunteers in this research was to gain skills
and experience to help them to prepare for a future career. One of the middle-aged
volunteers noted that children starting to move out of the house had freed up more
free time in which to volunteer. Clearly the volunteer’s description of the need for a
fresh challenge was also linked to this milestone event. And lastly, retirement also
provided the time, and impetus, for the most senior volunteers in this study to seek a
volunteering activity. Rather than a fresh challenge, however, this was seen as a

chance to utilise previous gained skills, and “give back”.

The Influence of Others

It was somewhat surprising that the social function from the VFI Questionnaire was
not rated more highly by the volunteers in this research, and particularly by those
from Organisation A. It is understandable that the sense of camaraderie and peer
support that emerged as such a strong feature of the ongoing motivation for these
volunteers may not have contributed much to the VVFI results, as the questionnaire is
primarily aimed towards capturing the initial motivations of volunteers. However, this
does not account for the influence of others, both as a legacy influence and a present
day energiser, which emerged as a strong initial motivation for the volunteers of
Organisation A. Possibly the legacy influence was interpreted by the volunteers as
better expressed by the values function, as they associated it with the altruistic nature
of the service given by their role models from the past. Or it may be that the low
results are another by-product of socially desirable reporting, with volunteers
unwilling to admit that they are motivated by the need for social contact, and/or
approval of peers. Nevertheless, this result is still unexpected given the answers
emerging from the interviews. It should also be noted that the legacy influence of past
role models upon present day volunteers is a theme that has not emerged from within

the current body of research, and may warrant further investigation.
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The influence of present day energisers is an interesting factor for those hoping to
recruit new volunteers, and has been noted in previous research. Okun et al. (2015)
suggest that religiosity is such a strong predictor of volunteer service because it is far
more common for those within religious contexts to directly ask others to volunteer.
This phenomenon has similarly been noted amongst teenage volunteers by Bautista
(2015). Many of the volunteers within the present research sought encouragement or
clarification from those within the volunteer organisation, or other trusted figures,
before committing to volunteering. Seeking reassurance from someone with
equivalent practical experience, appears to provide prospective volunteers with a
sense of reassurance and confidence about the decision to enrol. A strong sense of
camaraderie, and volunteers with a sense of purpose, could thus be a crucial element
that is needed to attract potential volunteers, as their decision to volunteer may be

influenced by the opinions of those already volunteering for the organisation.

Loneliness and Other “Undesirable” Motivations

The last significant theme to emerge from the interviews is the third-party
descriptions of hidden motivations. The dangers of self-reported research have
already been noted, and either because of this phenomenon, or possibly because of the
small sample size for this research, there appears to be a number of motivations which
have not been captured. These include those who volunteer because they are lonely,
those who wish to do something with spare time, and those who want to enhance or
protect their ego. Shye (2010) attempted to get around self-reporting bias by asking a
sample of people (both volunteers and non-volunteers) how much a pre-devised set of
16 possible volunteer motivations rewards the individual. By giving answers for an
unspecified individual, the respondent was free from any judgement that they may
have felt in giving socially undesirable answers. Further research, utilising non self-
reported methods, would help to give greater insight into whether these undesirable

motivations are indeed presently being unreported.

It is also noted by Hustinx et al. (2010) that there is a general tendency within any
discussion about volunteerism, to over-emphasise virtuous aspects. At times it seems
that any talk of self-interested motivations runs against the true ethos of volunteerism.
In reality, both organisations within this research did not particularly care whether a

volunteer was volunteering to help make the world a better place, gain skills towards
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a future job, or just to get out of the house, as long as they volunteered! Certain
motivations undoubtedly come with added risks for the organisation, such as the risk
that those wanting a qualification will leave once they have received it. However,
confronted with this danger at Organisation B, VF24 stated that the organisation was
quite happy to accept volunteers with overtly stated career motivations, and help them
gain a nationally recognised qualification, so long as they commit to a reasonable
length of service. As suggested by Clary, Snyder, and Stukas (1998), there is a danger
that selling the myth of truly altruistic volunteering motivations may indeed be
alienating volunteers with entirely valid, but more self-oriented motivations.
Discussing the values of self-oriented volunteer motivations more openly and
frequently, may help to encourage people who are lonely, or looking for an emotional
lift, that volunteering is a valid and worthy option for them.

Volunteer Perceptions of the Training

The second sub-question was: What were the volunteers’ perceptions of the training
that they are required to complete? There were a number of similarities in the
responses of the two groups of volunteers, despite the varying demographics and
different training approaches of the two organisations. Both groups of volunteers
appreciated the training when it was relevant to their learning needs, developed skills
that the volunteers found useful, and involved interaction with experienced volunteers
within the organisation. Troubles arose when there were unclear or ill-defined
expectations, inconsistent or divisive delivery, and little flexibility in the learning
structures. When the content was deemed by the volunteers to be non-relevant, the
training became little more than a “tick the box” process, which was particularly
difficult for those with competing priorities (such as work or family). For one group
of volunteers it was demoralising when their prior skills and knowledge were not

recognised and utilised.

Relevance of Learning Content

It has been widely noted that volunteers will be most satisfied, and therefore willing
to volunteer for longer, if their motivations to volunteer are met by their volunteer
service (Clary & Snyder, 1999; Douglas & Rollins, 2007; Houle et al., 2005). Taking

this a step further, it has also been suggested that training is most likely to be seen as a
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benefit for a volunteer if it relates directly to their motivations for volunteering
(Newton et al., 2014; Pells, 2008b). This was found to be true for a number of the
volunteers interviewed for this research, in both a positive and negative sense. The
two youngest volunteers, who both professed strong career motivations, were pleased
with the practical skills and experience that they had gained to help them towards
future careers, but one was frustrated at a lack of rapid progress towards a formal
qualification. One of the adult literacy tutors who volunteered with the purpose of
sharing a lifetime of knowledge and experience, was disappointed that this prior
knowledge was not recognised, or utilised within the training programme (even as a
participant). And several of the volunteers detailed how the training had opened their
eyes to the difference that their volunteer service could make within their
communities, thus satisfying their altruistic motivations. Through these responses it
can be seen that where the volunteers’ motivations were met by the training they were
highly satisfied, but they were similarly frustrated when the training did not meet

these motivations.

Perhaps more surprisingly, it was found that volunteer enthusiasm for a training
programme could occur completely unrelated to motivations, if the volunteers’
believed that the learning content was relevant and useful. The volunteers from
Organisation A were happy with aspects of the training that helped them to work with
adult learners, and understand better how to combat illiteracy, regardless of
motivation. Likewise, all of the volunteers from Organisation B were quite happy to
undertake training that they believed would keep them safe, and were willing to come
outside of normal training hours if it helped them to familiarise themselves with key
equipment. The main dissatisfactions expressed with the training for -either
organisation was not that the training did not relate to their volunteer motivations, but
rather that it was irrelevant, disorganised, or had unclear expectations. Irrelevant
content was a particular issue, and led to a “tick the box” mentality towards the
training. Where the learning content was relevant and helpful however, the training
was appreciated regardless of how relevant it was to the volunteers’ primary

motivations.
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Overcoming Learning Obstacles

A number of aspects of the training that the volunteers found troubling would be risks
for any training activity. Lack of clear structures, unclear assessment guidelines,
inconsistent delivery, and a lack of learner centred learning, are problems that would
pose an issue for training in any workplace. However, because of the unique
characteristics of volunteers, the risk of many of these potential training issues is even
greater than in other environments. Time is already noted as a key training barrier for
volunteers, as many of these volunteers are already fitting their volunteer service
around family, work, and other social commitments (Attewell, 2009; Pells, 2008a;
Warren & Garthwaite, 2015). Additional commitment in the form of training or
assessments, may force them to rethink their commitment to the volunteer
organisation. This is a risk for volunteer organisations who may already be
understaffed, and unable to offer the same enticements that a regular workplace could,
such as promotion and wage increases, It is crucial that volunteers do not feel that
their time is being wasted by pointless exercises, or inefficient systems. Noe (1986)
notes that the motivation to learn is influenced by accurate assessment, the ability to
master content with reasonable effort, and being provided with sufficient resources by
the workplace to achieve learning goals. In the training programmes assessed by this
research, there were clearly issues with some of these aspects which affected the

learning motivation of the volunteers.
Peer Learning with Experienced Volunteers

An effective aspect of the training programmes for both Organisations was the
utilisation of experienced volunteers in peer learning with the new recruits. Within
Organisation A this was incorporated into the training programme itself, particularly
in relation to the informal training aspects. The use of peer learning is a proven
method of training volunteers (Douglas & Rollins, 2007), and in the case of
Organisation A it can be seen that in addition to generating good learning outcomes, it
also helped to build camaraderie and integrate the new recruits into the squad.
Effective training requires organisational support after the learning event (Boud &
Hager, 2012; Dailey, 1984; Eraut, 2004), and this occurred via the use of peer support
within Organisation B.
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Individualisation and Recognition of Prior Knowledge and Skills

A number of the issues with the training stemmed from a lack of flexibility within the
learning programmes which treated all learners as being equal, despite the fact that the
volunteers came from vastly different backgrounds and harbour a wide variety of
motivations. Whilst it is certainly easier for an organisation to create a single training
programme for all volunteers, this approach may not lead to ideal learner outcomes.
Volunteers with a high career motivation will most likely desire a robust training
programme that leads to recognised qualifications, whereas an altruistically driven
volunteer with a busy work and family life may struggle to keep up with the
assessment demands that this may require. Likewise, a volunteer with a wealth of
previous experience may not believe it worth their time and energy to complete new
training at a low level, but a young volunteer with little previous education may find
the demands of a programme at this same level to be daunting. This is a tricky balance
for any volunteer organisation to manage, juggling the competing needs and
motivations of a wide range of potential volunteers. From the responses of the
interviews, however, there were few attempts at all to individualise, or even adjust,
the training programme to meet learner needs. Organisations that can incorporate
flexibility into their training will undoubtedly develop more satisfied and effective

volunteers.

External Influences

It has already been noted that there can be a number of competing factors underlying
the training programmes that volunteers are required to complete. It is therefore
surprising to find little empirical research into the most effective methods of volunteer
training (Huang et al., 2014). Presumably, most training providers rely upon training
methods used within the regular workforce, despite the significant differences in
profiles and motivations between the regular workforce and volunteers. Nonetheless,
besides the desire to equip volunteers and keep them safe, which should always be the
first priority, other competing factors are beginning to emerge more prominently as
training priorities for volunteer organisations. In particular it is becoming increasingly
important within New Zealand for training to be externally recognised, and generally
this requires for the training to credit towards a qualification on the NZQF. This is

partly for the benefit of the volunteers (so that they come out of the training with a
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recognised qualification which they can use elsewhere if they wish) but also for the
benefit of the organisation, to demonstrate to stakeholders and funders that they have
stringent and successful training procedures. The tension between serving the best
outcomes of learners and appeasing outcomes-based funding structures is a growing
concern within the wider educational sector in New Zealand (Chan, 2016, Pells
2008a). When the focus of the training becomes more about what is required to
complete a qualification than what is required to equip the volunteers to be effective
and safe in their role, this learning will be seen as irrelevant by most volunteers,

unless they have a strong career related motivation.

The shift towards externally recognised training packages can work reasonably well
within a workplace environment, where a high proportion of employees have
reasonable levels of ambition to progress further in their career paths, and incentives
such as promotions and pay increases can be gained through higher levels of training
and qualifications. But volunteers are more likely than employees to be driven by
non-career related motivations, such as altruistic or social reasons, for which training
in and of itself has little relevance. For training to be perceived as being valuable for
these volunteers it must either relate to their motivations for volunteering (e.g. utilises
lots of group work for those with social motivations), or make them more effective in
their volunteer activities. This becomes problematic when some of the most effective
teaching methods for volunteers, are not a part of formal training systems. For
example, the informal relationships between the new recruits and experienced
volunteers were very effective for both organisations, but did not play a large role in
either of the formal training systems. The shift towards the utilisation of national
qualifications has led to less contextualised content and assessment (as by their design
the national qualifications are required to be as general as possible to cover as many
contexts as possible). This issue goes further than the volunteer sector, with Battersby
(1999) arguing that the market based principles that were used to shape many of the
reforms of the New Zealand education system led to a technocratic approach which
treats professionals as a homogenous group. Whilst, a skilled tutor may be able to
utilise generic qualifications so that they relate back to specific contexts, this does not
always occur. The outcome of non-contextualised training is the “tick the box”

mentality of doing what needs to be done to get through the training. The gap between
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generic concepts and the learner’s context is not bridged, and the volunteer interprets

the learning as irrelevant, and a waste of time.

Links between Motivation and Training

The final sub-question was: have the volunteers’ motivations shifted since they started
as a volunteer, either because of the training, or any other factor? This question had
the intention of joining the two threads of volunteer motivation and volunteer training
together. Almost all of the motivational factors which had developed since volunteers
joined the organisation, either came as a result of the training, or had the potential to
be enhanced by training activities. But interestingly, the aspects of training that the
volunteers appreciated were not always related to their initial motivations. VVolunteers
were motivated by the training if it either related positively to their motivations to
volunteer, or helped them to be more effective and safe in their volunteer role.
Negative perceptions of the training, which had the potential to be de-motivators,
were factors that either did not relate well to the volunteers’ motivations, or that they

perceived as being irrelevant.

Factors that Enhanced VVolunteer Motivation

When asked about the motivations that had developed for the volunteers since joining
the volunteer organisation, almost all of the motivations that were noted had some
form of existing or potential link to training activities. The volunteers noted the
motivations of intellectual challenge, and the development of new skills, which
clearly have the potential to be developed through training. It must be noted, however,
that this was not always the case, and there were a number of examples given where
these motivations were developed quite independently of scheduled training activities,
such as the adult literacy tutor who conducted independent research into learning
challenges, and the firefighters who met with other more experienced firefighters in
their spare time. The inspirational insight that was an important developed motivation
for the literacy tutors, was for one of the volunteers introduced by the stories told
during the training block course. And the peer relationships and camaraderie that were
such strong features of the ongoing motivations of the firefighters, were at least partly
fostered by the learning partnerships between experienced volunteers and new

recruits, which were initially developed during the informal training nights.
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Identifying and integrating developing motivational factors within the training
programmes of volunteer organisations can only help to increase the likelihood of
new volunteers staying within the organisation. These motivations would probably
look different from organisation to organisation (and even volunteer to volunteer), but
using the training programmes detailed by this research as an example, there could be
a number of potential changes to the training programmes which would possibly
enhance these motivations further. For example, allowing the adult literacy tutors to
investigate areas of interest for their assessments and then share them back to the
group, would help to foster intellectual challenge, the ability to share existing (or in
this case developed) skills and knowledge, and to create inspirational insight for
others in the organisation. This would of course require some creativity and flexibility
in training design, and there would undoubtedly be practical hurdles to overcome,
however, the findings of this research suggest that when volunteer motivations are
developed within a training programme, the training can create high levels of

commitment towards the organisation by the volunteer.

Training as a Motivator

Overall, by far the most important aspect of training for any of the volunteers, was
that it was relevant to the learning needs of the volunteer. EXisting research stating
that training should relate to volunteer motivation has already been noted (Newton et
al., 2014; Pells, 2008b). And whilst matching the training to key motivations did show
positive effects in this research, it was more important for the volunteers that the
training was relevant and useful. Thus, for the firefighters, whilst none of them
expressed that a motivation to volunteer was the chance to work in a safe work
environment, all of them appreciated understanding the safety requirements that they
learnt through the training. This is obviously connected to the fact that they are
operating in dangerous environments, and thus appreciate the need to understand how
to keep themselves (and others) safe. When the training helped them to understand
this effectively, they appeared to be positive about both the training, and their
volunteering, regardless of prior motivation. This makes sense in the context of this
research, where each of the volunteers harboured some form of altruistic motivation.

If volunteers are motivated to help people through their service, anything that helps
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them to be more effective in their service (and therefore more effective in helping

others) will surely help to satisfy this motivation.

This should not discount the positive effect that linking motivation to training can
have. Those who entered volunteering with a hope of personal challenge expressed
satisfaction when they were stretched by the training. Others who entered
volunteering with a high career motivation, appreciated the skills and knowledge that
they received (including some which were unrelated to their volunteering activities)
which helped them to advance their career goals. Though there were no volunteers
from within the sample who wanted to alleviate loneliness, it is safe to assume that if
these volunteers were to be interviewed, they would express more fulfilment from
group learning activities than learning activities with no physical social contact, such

as an online learning module.

In summary, the training activities helped to motivate volunteers when they either
related positively to their motivations to volunteer, or made them more effective in

their volunteering activities.

Training as a Potential De-Motivator

It follows from the previous section, that training acted as a de-motivator when it was
seen to be irrelevant, or unrelated to their volunteer motivations. The training was
deemed to be irrelevant by the volunteers when it was perceived to have little
relevance to the volunteer’s context, and thus became a “ticking the box” exercise.
Volunteers noted additional de-motivation factors such as; a lack of learning
structures, unclear or unrealistic expectations (particularly when this put pressure on
other commitments such as work and family), and prior knowledge and experience
not being recognised.
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Conclusion

This research has explored the motivations of volunteers from two contrasting
volunteer organisations, and sought to find out whether these motivations were
changed or enhanced by the training programmes that they were required to
undertake. It was found that the motivational functions of the two groups of
volunteers were very similar, with the values function and understanding function,
rating the highest, and the careers function as the most variable. How these
motivational functions were expressed, however, was different across the two groups,
primarily in relation to demographic differences. For example, whilst younger
volunteers tended to hold the understanding function due to a desire to obtain new
knowledge, older volunteers tended to harbour the same motivational function as a
way to utilise existing skills and knowledge. As well as age, the motivational
functions were also affected by key milestone life events such as entering the work
force, children leaving home, and retirement. Altruism (the values motivational
function) was expressed as the most important motivation overall, but it was always
present alongside other more self-oriented motivations. It is unclear whether this is
because altruism often works alongside and moderates other motivations, or if this
was as a result of socially desirable reporting. The absence of a number of
motivations such as the alleviation of loneliness, and filling in time, could suggest that

these may be motivations that people are less likely to disclose.

Volunteers appreciated the training when they found the content to be relevant and
useful, there was good interaction with experienced peers, and they felt challenged by
it (but not challenged too far). It was found to be unhelpful when expectations were
unclear, prior learning and experience was not recognised, and the content was based
on issues that were thought to be irrelevant to the practice of the volunteers. Overall
the motivations of the volunteers were enhanced by the training when they either
found the training to be relevant and useful to their volunteer role, or it related well to

their motivations to volunteer.

Recommendations for Volunteer Organisations

It is apparent from the research available that volunteers differ greatly as to their

reasons for volunteering with an organisation. By acquiring information about the
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motivations of their volunteers, organisations will be better equipped to ensure that
both their volunteer environments, and the training that they provide, are suited to the
motivations of their volunteers. The utilisation of a tool such as the VFI
Questionnaire, or well-crafted interview questions, can provide useful information.
But those gathering the information should be aware of the tendency for respondents
to over-emphasise socially desirable responses (such as altruism) and downplay others
that are less favourable (such as alleviating loneliness). It should also be
acknowledged that motivations are constantly changing, and may alter as a result of

the volunteer’s service, or any training that they undertake.

In designing training programmes, organisations should ensure that the training
material is highly relevant to the volunteer’s practice, and contextualised to their
setting. As much as possible, there should be flexibility within the system to allow
volunteers to explore areas of interest and need, and utilise existing skills and
knowledge. The use of experienced volunteers to help to guide new recruits is a factor
that should be incorporated into training programmes wherever possible. And, as
altruism is one of the most common and highly rated motivations for volunteers, those
designing training programmes should always attempt to demonstrate how the
training will help the volunteers to help others, such as through the sharing of

inspirational stories and experiences.

Limitations of the Research

This study has a number of possible limitations which may have influenced the
findings. Due to the small sample size, it cannot be assumed that any of the findings
are representative of the views of all of the volunteers from either of the organisations
represented within this study. As noted in the literature review, culture and ethnicity
have a significant impact upon volunteering, both within New Zealand and
internationally. All participants in this research were either British European, or New
Zealand European, and this lack of cultural diversity may have limited the findings. It
is acknowledged that there are a number of potential motivations which were not
identified by those participating in the research, and the views of volunteers with
these differing motivations or experiences may have changed the findings
significantly. The usage of self-reported motivations may have skewed the

motivational findings towards motivations which are more socially desirable (such as
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altruism) at the expense of the less social desirable motivations (such as the
alleviation of loneliness). This bias may have affected the research at two levels, the
extent to which those who participated felt able to fully share these motivations, but
also the exclusion of volunteers who did not wish to participate in the research due to
not wanting to disclose motivations which they felt to be embarrassing. Most
importantly, the views of those who withdrew from volunteering activities, and/or
training events, are an important source of feedback that is not captured here (other
than through second-hand anecdotal evidence).

Recommendations for Further Research

Six avenues for further research are suggested which would help to further explore the

interactions between volunteer motivations and training.

The majority of research into volunteer motivations has utilised self-reporting
methods which may skew findings towards those that are more socially desirable.
More research utilising alternative techniques, such as those utilised by Shye (2010),
would help to explore whether social desirability is a significant factor in the majority

of existing research into volunteer motivations.

A significant contributor to the motivations of the volunteers in this study, which has
not been identified previously, is the influence of past role models. The impact of
these role models, and how this legacy impacts upon the present-day motivations of

volunteers, is another area worthy of further investigation.

It is difficult to locate volunteers who have left volunteer organisations, let alone
convince them to participate in research, however, these past volunteers may have
valuable perspectives, particularly regarding barriers towards volunteer training.
Research which explores the views of those who have withdrawn from volunteer
service or training programmes would help to give a greater understanding of why

this may occur.

There is a lack of substantial research into the most effective methods of training
volunteers. Exploration into the specific training needs of volunteers, and what
differences there are between training regular employees and volunteers, would be

highly valuable to the volunteer sector.
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There is a suspicion that the growing professionalisation of the volunteer sector is
excluding a number of volunteers who may otherwise have given useful service.
Research into this training shift (including those who have left or decided not to enrol
as a volunteer) may help to identify whether an increase in professional requirements

within the sector is proving to be a barrier to participation for potential volunteers.

Lastly, it has been noted in this research that there is an increasing move towards
utilising nationally recognised qualifications within volunteer training. Research into
the effects that this shift is having on the sector would help to identify the positive and
negative aspects of nationally recognised training, and thus provide valuable

information for volunteer organisations to consider.
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Appendix A — Organisational Information Sheet

Research Project Title: Training for Volunteers — a multiple case study investigating the
influence of volunteer motivations in two training programmes.

Researcher: Phil Daly, Faculty of Education, Victoria University of Wellington

Background
For my Thesis towards a Master of Education, | am researching people volunteer, and how

this is influenced by training for volunteers. Research has found volunteers’ motivations
vary and change, but there is not a lot of research into the impact of training on volunteers.
Volunteers are really important for healthy communities, and so my hope is that this
research might help to find out what is useful when training volunteers and also helps them
to feel valued for the important work that they do.

What | am asking of your organisation

| would like to contact 5-10 new volunteers within your organisation and invite them to
participate in this research. Participants will be asked to complete a short questionnaire and
then take part in a 30-40 minute interview. This would take place at a time and place that is
convenient to the participant. If required, a second interview would be arranged a number
of months after the first so that | can see if motivations have changed at all since the first
interview.

In addition to these interviews | would also like take a copy of any relevant documents that
your organisation may keep in relation to volunteering. This could include such resources as
recruitment and training materials, publicity documents, and volunteer entrance forms.
After all of this data has been analysed, your organisation will be sent a summary of key
themes so that you can let me know if you agree with them or not.

What will happen to the information given?

Participants will not be identified personally in any of the reports, nor will your organisation
be identified directly. Some background around the nature of the volunteer work involved
will be given however to provide context to the responses. Due to the small amount of
volunteer organisations within the Wellington Region this may inadvertently imply your
organisation to those who are familiar with your workplace. Note however that you will be
made aware of any findings prior to publication, and the intention of the research is not to
criticise, but rather to explore relationships between the motivations of volunteers and the
training events you run.

All of the audio recordings and transcripts from interviews will be kept confidential, and
viewed only by myself and my supervisor Stephanie Doyle (Senior Lecturer, School of
Education). The finished thesis will be handed in for marking to the Faculty of Education,
and then placed in the University Library. If you want to read the whole report at the end of
my research, | am happy to make one available to you, and | would also be happy to provide
a short presentation to your organisation on my research and findings. Reports on the

103



research may also be published at academic conferences or in journals. All individual data
collected from participants will be destroyed two years after the project is finished.

What if | someone wants to pull out?

Participation is entirely voluntary, and so anyone can elect to withdraw from the research
up until the 30" of September 2016. Any data collected about them would then be
immediately destroyed.

Contacts

If you have any questions or would like to receive further information about the project,
please contact me (dalyphil@myvuw.ac.nz), or my supervisor Dr Stephanie Doyle
(Stephanie.Doyle@vuw.ac.nz or 04 463-6657). Victoria University requires, and has granted,
approval from the University’s Human Ethics Committee for this research. Should you have
any concerns about the study, please contact the Convenor of the Human Ethics Committee,
Associate Professor Susan Corbett (susan.corbett@vuw.ac.nz or 04 463 5480).

Thank you very much for considering whether you want to take part in this project. | hope
to talk to you soon.

Sincerely,
Phil Daly
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Appendix B — Organisational Consent Form

Research Project Title: Training for Volunteers —a multiple case study investigating the
influence of volunteer motivations in two training programmes.

Researcher: Phil Daly, Faculty of Education, Victoria University of Wellington

| have had this research project explained to me, and understand what is required of individual participants
and of my organisation.

| consent to the researcher interviewing members of my organisation for the purpose of this research, and to
examine relevant organisational documents as outlined in the information sheet.

| have been given the opportunity to ask questions, and have been happy with the answers to these questions.

| understand that participation is voluntary, and that participants can withdraw from this project, without
having to give reasons, by e-mailing dalyphil@myvuw.ac.nz by the 30" of September 2016.

| understand that any information provided will be kept confidential to the researcher and their supervisor, the
published results will not use individual participant’s names, and that no opinions will be attributed in any way
that will identify individual participants.

| understand that whilst my organisation will not be directly identified in the published results, as a result of
the background information provided it may be able to be identified by those with knowledge of my
workplace.

| understand that the data | provide will not be used for any other purpose or released to others, however
findings may be published via academic conferences and/or journals.

| understand that the recording and transcripts of any interviews will be erased within two years after the
conclusion of the project.

Please indicate (by ticking the boxes below) which of the following apply:
O 1 would like to receive a summary of the results of this research when it is completed.
(I agree to our volunteers being invited to participate in in this research.

L] 1 consent to provide the researchers with relevant documents about the recruitment and
training of my our volunteers

Signed:
Name:
Job Title:

Date:

105



Appendix C — Participant Information Sheet

Research Project Title: Training for Volunteers — a multiple case study investigating the
influence of volunteer motivations in two training programmes.

Researcher: Phil Daly, Faculty of Education, Victoria University of Wellington

Background
For my Thesis towards a Master of Education, | am researching why people volunteer, and

how training influences volunteering. Volunteers are really important for healthy
communities, and so my hope is that this research might help to find out what is useful
when training volunteers and also helps volunteers to feel valued for the important work
that they do.

What | am asking of you

| am hoping that you might agree to take part in this research by completing a short
guestionnaire and begin interviewed once or twice. Each interview would take 30-40
minutes at a time and place that is easy for you. At the start of the interview | will ask if you
are happy for me to make an audio recording of the interview, which | will later transcribe. If
required, the second interview will take place a number of months after the first so that |
can see if your motivations have changed at all since the first interview. After | have looked
through all of the data | am going to make a summary of key themes, and send it out to you
so that you can let me know if you agree with them or not.

What will happen to the information | give?

You will not be named in any of the reports, and | will be careful not to use any information
that might identify you to others. The recordings and transcripts from interviews will be
kept securely, and viewed only by myself and my supervisor Stephanie Doyle (Senior
Lecturer, School of Education).

| will write my findings up as a thesis (report) and this will be handed in for marking to the
Faculty of Education, and then placed in the University Library. If you want to read the
whole report at the end of my research, | am happy to make one available to you. Reports
on the research may also be published at academic conferences or in journals. All individual
data collected from participants will be destroyed two years after the project is finished.

What if you want to pull out?

It is entirely up to you as to whether you want to take part in this research and you can pull
out at any time up until the 30th of September 2016. Any data collected about you would
then be immediately destroyed.
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Contacts

If you have any questions or would like to receive further information about the project,
please contact me (dalyphil@myvuw.ac.nz), or my supervisor Dr Stephanie Doyle
(Stephanie.Doyle@vuw.ac.nz or 04 463-6657). Victoria University requires, and has granted,
approval from the University’s Human Ethics Committee for this research. Should you have
any concerns about the study, please contact the Convenor of the Human Ethics Committee,
Associate Professor Susan Corbett (susan.corbett@vuw.ac.nz or 04 463 5480).

Thank you very much for considering whether you want to take part in this project. | hope
to talk to you soon.

Sincerely,
Phil Daly
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Appendix D — Participant Consent Form

Research Project Title: Training for Volunteers —a multiple case study investigating the
influence of volunteer motivations in two training programmes.

Researcher: Phil Daly, Faculty of Education, Victoria University of Wellington

| have had this research project explained to me, and understand what | am being asked to
do.

| consent to complete a brief questionnaire, be interviewed by the researcher, and have this
interview recorded for later transcription.

| have been given the opportunity to ask questions, and have been happy with the answers
to these questions.

| understand that participation is voluntary, and that | can withdraw from this project,
without having to give reasons, by e-mailing dalyphil@myvuw.ac.nz by the 30" of
September 2016.

| understand that any information | provide will be kept confidential to the researcher and
their supervisor, the published results will not use my name, and that no opinions will be
attributed to me in any way that will identify me.

| understand that the data | provide will not be used for any other purpose or released to
others, however findings may be published via academic conferences and/or journals.

| understand that the recording and transcripts of the interviews will be erased within two
years after the conclusion of the project.

Please indicate (by ticking the boxes below) which of the following apply:
L] 1 would like to receive a summary of the results of this research when it is completed.

O agree to this interview being audio recorded.

Signed:
Name of participant:

Date:
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Appendix E — Interview Guide

Background info

Gender:

Ethnicity:

Age Bracket:
Primary Occupation:

Interview Questions

How long have you volunteered with this organisation?

How would you describe your role with the organisation?

What were some of the main reasons for you to volunteer with ... when you first started?

Have these motivations shifted, or have you got any new motivations since volunteering with
s

What were your initial thoughts towards the training event?
Did you see the training as a positive or negative for you, and why?

How would you describe the atmosphere at the training, and in particular the interactions
between the tutor and the volunteers?

Did you feel that the training was relevant to you?

Were you allowed to make choices about your learning at the training?

How were your perspectives and values included into the training?

In what ways was the training challenging for you?

How did the training impact on you as a volunteer, and in terms of your volunteer role?

Were your reasons for wanting to volunteer helped, challenged, or shifted by what you learnt
at the training?

Did the training relate at all to your reasons for volunteering?

Do you think that the training has inspired or equipped you to continue in your volunteering
role?

Is there anything else that you would like to say which may be relevant to this research?
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Appendix F — VFI Questionnaire

Please indicate how important or accurate each of the 30 possible reasons for volunteering are
for you in doing volunteer work. (1 = not at all important/accurate; 7 = extremely
important/accurate.)

1. Volunteering can help me to get my foot in the door at a place where | would like to work.
1 2 3 4 5 6 7

2. My friends volunteer.
1 2 3 4 5 6 7

3. lam concerned about those less fortunate than myself.
1 2 3 4 5 6 7

4. People I'm close to want me to volunteer.
1 2 3 4 5 6 7

5. Volunteering makes me feel important.
1 2 3 4 5 6 7

6. People | know share an interest in community service.
1 2 3 4 5 6 7

7. No matter how bad I've been feeling, volunteering helps me to forget about it.
1 2 3 4 5 6 7

8. Iam genuinely concerned about the particular group | am serving.
1 2 3 4 5 6 7

9. By volunteering | feel less lonely.
1 2 3 4 5 6 7

10. I can make new contacts that might help my business or career.
1 2 3 4 5 6 7

11. Doing volunteer work relieves me of some of the guilt over being more fortunate than others.
1 2 3 4 5 6 7

12. I can learn more about the cause for which | am working.
1 2 3 4 5 6 7

13. Volunteering increases my self-esteem.
1 2 3 4 5 6 7

14. Volunteering allows me to gain a new perspective on things.
1 2 3 4 5 6 7
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15.

16.

17.

18.

19.

20.

21.

22.

23.

24,

25.

26.

217.

28.

29.

30.

Volunteering allows me to explore different career options.
1 2 3 4 5 6 7

| feel compassion toward people in need.
1 2 3 4 5 6 7

Others with whom | am close place a high value on community service.
1 2 3 4 5 6 7

Volunteering lets me learn things through direct, hands on experience.
1 2 3 4 5 6 7

| feel it is important to help others.
1 2 3 4 5 6 7

Volunteering helps me work through my own personal problems.
1 2 3 4 5 6 7

Volunteering will help me to succeed in my chosen profession.
1 2 3 4 5 6 7

| can do something for a cause that is important to me.
1 2 3 4 5 6 7

Volunteering is an important activity to the people | know best.
1 2 3 4 5 6 7

Volunteering is a good escape from my own troubles.
1 2 3 4 5 6 7

| can learn how to deal with a variety of people.
1 2 3 4 5 6 7

Volunteering makes me feel needed.
1 2 3 4 5 6 7

Volunteering makes me feel better about myself.
1 2 3 4 5 6 7

Volunteering experience will look good on my resume
1 2 3 4 5 6 7

Volunteering is a way to make new friends.
1 2 3 4 5 6 7

| can explore my own strengths.
1 2 3 4 5 6 7
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Appendix G — VFI Questions by Motivational Function

VFI Questions (re-ordered by motivational function)

Career

Volunteering can help me to get my foot in the door at a place where | would like to work.
| can make new contacts that might help my business or career.

Volunteering allows me to explore different career options.

Volunteering will help me to succeed in my chosen profession.

Volunteering experience will look good on my resume.

Social

My friends volunteer.

People I'm close to want me to volunteer.

People | know share an interest in community service.

Others with whom | am close place a high value on community service.

Volunteering is an important activity to the people | know best.

Values

| am concerned about those less fortunate than myself.

| am genuinely concerned about the particular group | am serving.
| feel compassion toward people in need.

| feel it is important to help others.

| can do something for a cause that is important to me.

Enhancement

Volunteering makes me feel important.
Volunteering increases my self-esteem.
Volunteering makes me feel needed.
Volunteering makes me feel better about myself.

Volunteering is a way to make new friends.

112



Protection

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

By volunteering | feel less lonely.

Doing volunteer work relieves me of some of the guilt over being more fortunate than others.
Volunteering helps me work through my own personal problems.

Volunteering is a good escape from my own troubles.

Understanding

| can learn more about the cause for which | am working.

Volunteering allows me to gain a new perspective on things.
Volunteering lets me learn things through direct, hands on experience.
| can learn how to deal with a variety of people.

| can explore my own strengths.
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