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ABSTRACT 

 

Volunteers are fundamental and indispensable constituents in the successful 

operation of non-profit organizations such as churches, other religious groups and 

civil society in general. In view of the important roles that volunteers play in society. 

It is important to enquire into how Faith Based Organisations like a church can best 

attract, retain and motivate its volunteer force.  

 

The aim of this study was to suggest ways of improving at least three aspects of 

volunteering management at Evangel Christian Assembly: (1) the attraction, (2) the 

recruitment and (3) the retention of volunteers. This study aim was augmented by 

the following objectives, (1) exploration of volunteer motivation theories; (2) 

identification of what motivates Evangel volunteers; (3) determination of how the 

leadership of Evangel can best support, motivate, attract and retain volunteers; (4) 

aanalysis of the role the regulatory and legal framework play in volunteer motivation 

and (5) provision of recommendations for Evangel. A mixed-method approach was 

adopted to discover opinions about volunteer motivation by use of qualitative and 

quantitative methods at Evangel. 

 

The study found that most volunteers at Evangel would continue to do so in future. 

The findings also confirmed that theories of volunteer motivation are applicable to 

Evangel Christian Assembly and individuals respond differently to motivation. 

Management at Evangel must adapt so as to help individuals match their motives to 

the volunteering tasks. With regard to the legal-regulatory framework, this study 

found that it has no impact on people’s decision to volunteer. 

 

 

  



 -6- 

TABLE OF CONTENTS 

1.	 INTRODUCTION	........................................................................................................	9	
1.1	 THE	PROBLEM	.......................................................................................................................	9	
1.2	 THE	AIMS	............................................................................................................................	11	
1.3	 THE	VALUE	.........................................................................................................................	13	
1.4	 THE	STRUCTURE	................................................................................................................	14	

2.	 REVIEW	OF	LITERATURE	...................................................................................	15	
2.1	 LAYING	A	FOUNDATION	FROM	HISTORICAL	THEORIES	OF	MOTIVATION	..................	15	
2.2	 THEORIES	OF	VOLUNTEER	MOTIVATION	.......................................................................	20	
2.3	 VOLUNTEER	MOTIVATION	FROM	A	SOCIOLOGICAL	PERSPECTIVE	.............................	25	
2.4	 THE	FUNCTIONALIST	APPROACH	TO	VOLUNTEER	MOTIVATION	................................	28	
2.5	 VOLUNTEER	MOTIVATION	AND	THE	LEGAL-REGULATORY	FRAMEWORK	................	32	
2.6	 MOTIVATION	AND	MANAGEMENT	OF	RELIGIOUS	ORGANISATIONS	...........................	37	
2.7	 CONCLUSION	.......................................................................................................................	40	

3.	 RESEARCH	METHODOLOGY	..............................................................................	42	
3.1	 THE	PURPOSE	.....................................................................................................................	42	
3.2	 RESEARCH	PHILOSOPHY	AND	APPROACH	......................................................................	43	
3.3	 RESEARCH	DESIGN	.............................................................................................................	45	
3.4	 DATA	SAMPLING	AND	STRATEGY	....................................................................................	48	
3.5	 DATA	COLLECTION	AND	ANALYSIS	..................................................................................	49	
3.6	 ETHICAL	CONSIDERATIONS	..............................................................................................	52	
3.7	 GENERALISABILITY,	VALIDITY	AND	RELIABILITY,	.......................................................	52	

4.	 RESEARCH	FINDINGS	...........................................................................................	55	
4.1	 PILOT	QUESTIONNAIRE	.....................................................................................................	55	
4.2	 FINDINGS	ABOUT	DEMOGRAPHICS	.................................................................................	57	
4.3	 FINDINGS	ABOUT	ROLES	AND	PERCEPTION	OF	MANAGEMENT	SUPPORT	.................	63	
4.4	 FINDINGS	ABOUT	VOLUNTEERS’	MOTIVATION	.............................................................	73	
4.5	 FINDINGS	ABOUT	PERCEPTION	OF	THE	REGULATORY	FRAMEWORK	........................	78	
4.6	 FINDINGS	ON	THE	FUTURE	AND	HOW	TO	INCREASE	COMMITMENT	.........................	83	

5.	 RESEARCH	CONCLUSION	&	RECOMMENDATIONS	......................................	90	
5.1	 LINKING	KEY	FINDINGS	TO	THE	LITERATURE	FOR	FURTHER	ACTION	.......................	91	
5.2	 RECOMMENDATIONS	.........................................................................................................	95	
5.3	 LIMITATIONS	OF	THE	STUDY	............................................................................................	98	
5.4	 FUTURE	ACTION	AND	RESEARCH	.....................................................................................	99	

6.	 BIBLIOGRAPHY	....................................................................................................	101	

7.	 APPENDICES	.........................................................................................................	106	
7.1	 ETHICAL	APPROVAL	FORM	............................................................................................	106	
7.2	 E-MAIL	SENT	TO	MAILING	LIST	......................................................................................	107	
7.3	 ANOTHER	E-MAIL	SENT	TO	RESPONDENTS	.................................................................	108	
7.4	 QUESTIONNAIRE	OBJECTIVES	........................................................................................	109	
7.5	 QUESTIONNAIRE,	QUESTIONS	&	RESPONSES	–	VOLUNTEERS	AT	EVANGEL	.........	110	
7.6	 QUESTIONNAIRE,	QUESTIONS	&	RESPONSES	–	NON-EVANGEL	VOLUNTEERS	....	120	

 
  



 -7- 

TABLE OF FIGURES 

FIGURE	1:	MCCLELLAND’S	THEORY	...................................................................................................................................	17	

FIGURE	2:	HERZBERG'S	THEORY	OF	MOTIVATION	..........................................................................................................	18	

FIGURE	3:	GENDER	DISTRIBUTION	.....................................................................................................................................	57	

FIGURE	4:	AGE	DISTRIBUTION	............................................................................................................................................	58	

FIGURE	5:	AGE	AND	GENDER	FIGURES	...............................................................................................................................	59	

FIGURE	6:	EDUCATION	LEVEL	.............................................................................................................................................	60	

FIGURE	7:	MARITAL	STATUS	...............................................................................................................................................	61	

FIGURE	8:	RELIGIOUS	BELIEF	..............................................................................................................................................	62	

FIGURE	9:	NUMBER	OF	VOLUNTEER	ROLES	......................................................................................................................	64	

FIGURE	10:	LENGTH	OF	TIME	VOLUNTEERING	................................................................................................................	65	

FIGURE	11:	VOLUNTEERING	FOR	OTHER	ORGANIZATIONS	.............................................................................................	66	

FIGURE	12:	NUMBER	OF	HOURS	IN	VOLUNTEERING	........................................................................................................	67	

FIGURE	13:	GENDER	DISTRIBUTION	OF	HOURS	IN	VOLUNTEERING	..............................................................................	68	

FIGURE	14:	TIME	FRAME	COMMITMENT	..........................................................................................................................	68	

FIGURE	15:	AREAS	OF	VOLUNTEERING	..............................................................................................................................	69	

FIGURE	16:	GENDER	DISTRIBUTION	OF	VOLUNTEERING	AREAS	....................................................................................	70	

FIGURE	17:	MANAGEMENT	SUPPORT	AND	PEER	SUPPORT	.............................................................................................	70	

FIGURE	18:	WERE	EXPECTATIONS	REALISTIC?	................................................................................................................	71	

FIGURE	19:	IMPACT	OF	APPRECIATION	ON	VOLUNTEERING	...........................................................................................	72	

FIGURE	20:	THE	MAIN	REASON	FOR	INITIAL	DECISION	TO	VOLUNTEER	....................................................................	73	

FIGURE	21:	GENDER	DISTRIBUTION	"VOLUNTEER	MOTIVES"	........................................................................................	74	

FIGURE	22:	CURRENT	REASONS	FOR	VOLUNTEERING	.....................................................................................................	75	

FIGURE	23:	RATE	OF	MOTIVATION	.....................................................................................................................................	76	

FIGURE	24:	IMPACT	OF	VOLUNTEER	WORK	.......................................................................................................................	77	

FIGURE	25:	MEANINGFULNESS	OF	VOLUNTEERING	.........................................................................................................	78	

FIGURE	26:	JOB	DESCRIPTION	.............................................................................................................................................	79	

FIGURE	27:	JOB	DESCRIPTION	AND	LEGAL	LIABILITY	......................................................................................................	80	

FIGURE	28:	UNDERSTANDING	OF	LEGAL	FRAMEWORK	...................................................................................................	81	

FIGURE	29:	UNDERSTANDING	LEGAL	LIABILITY	AND	MOTIVATION	..............................................................................	82	



 -8- 

FIGURE	30:	VOLUNTEERING	A	FURTHER	YEAR?	...............................................................................................................	83	

FIGURE	31:	INVOLVEMENT	OF	VOLUNTEERS	....................................................................................................................	84	

FIGURE	32:	SUPPORT	FROM	EVANGEL	...............................................................................................................................	86	

FIGURE	33:	IMPACT	OF	JOB	DESCRIPTION	.........................................................................................................................	87	

FIGURE	34:	HOW	SUCCESSOR	WOULD	FEEL	......................................................................................................................	88	

FIGURE	35:	LIKELIHOOD	OF	CONTINUED	VOLUNTEERING	..............................................................................................	89	

  



 -9- 

1. INTRODUCTION 

1.1 The Problem 

1.1.1 The study 

Volunteers are fundamental and indispensable constituents in the successful 

operation of non-profit organizations such as churches, other religious groups and 

civil society in general. Kemp (1976, p.95) puts it very well by stating that, 

“volunteers are just as much producers of goods and services as are people 

working for a wage”. One of the major strengths of volunteerism is that it bolsters 

“social coherence and represents a pillar of civil society” (Lindenmeier & Dietrich, 

2011). In Canada, many churches and other faith-based organizations (FBOs) rely 

on volunteers to run most of their programs (Grills, 2009; Randle & Dolnicar, 2009, 

p.226; Carter, 1974).  

 

By definition, a volunteer is someone who, without compensation, “freely chooses to 

donate time and energy for the benefit of society” (Nesbit & Brudney, 2010). Legally, 

a volunteer is described as “a person who gives or her services without any express 

or implied promise of being paid or receiving goods or services in exchange for his 

or her duties” (Volunteers & the Law, 2000, p.9).  

 

With specific regard to faith-based organisations (FBOs), religion does play a huge 

part in why and how adherents volunteer for FBOs. Clain and Zech (2008, p.456) list 

three important reasons why religion plays such an important role in the 

volunteering sector: 

1. Religious organizations as a group comprise the largest component of the 

non-profit sector and are critically dependent on volunteer labour.  

2. Most religions preach the importance of altruistic values and behaviour.  
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3. Individuals’ religiosity plays a role in determining the type of volunteer 

activities they undertake. 

 

The changing nature of the legal and regulatory environment on FBOs has impacted 

how and why people choose to volunteer. Just as volunteers are an integral part of 

society, so is the law. “The law, too, plays an important role in our society: it outlines 

our legal obligations to one another, and protects and compensates us when those 

obligations are not met” (Volunteers & the Law, 2000, p. 7). Church management, 

and indeed church members and volunteers are now being held to the same 

standard of “reasonable care” as any other organizations. The legal and regulatory 

exemptions that churches and other faith based organizations used to receive under 

the law have now long disappeared. 

 

In view of the important roles that volunteers play in society. It is important to 

enquire into how FBOs like a church can best attract, retain and motivate its 

volunteer force. As such, for churches, as is true for other groups within the non-

profit sector: effective recruitment, retention and motivation of volunteers are 

essential and indispensable to the very existence of these faith-based communities. 

Furthermore, FBOs that will make a difference in the society are those that know 

how to manage their volunteers. Added to this dynamic is the reality of the impact 

that the law and regulatory framework has on volunteers’ decision to volunteer, stay 

volunteering or quite volunteering. 

1.1.2 Evangel Christian Assembly 

This study is situated within the context of a faith-based organization (FBO) called 

Evangel Christian Assembly (referred to as “Evangel” henceforth). It is a church in 

Calgary, south east. The church has a membership of about 60 and a weekly 

attendance ranging between 80 and 150. Evangel is culturally and ethnically 
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diverse. It has an outreach program in the communities of Dover, Forest Lawn and 

Erin Woods in Calgary providing social services and religious services to poor 

immigrants in a community of about 250,000 people.  

 

Evangel runs a relatively substantial non-profit operation. It has about $2 Million in 

assets and its yearly budget runs in a few hundred thousand dollars. To run its 

programs and its business, it depends upon non-paid members of the Church. As 

such, volunteers are a critical human resource for much of Evangel’s business 

operations. Since Evangel is a church with a membership and this study deals with 

volunteers, it is important to understand that while membership and volunteerism 

could be associated, they are not the same thing (Musick & Wilson, 2008). They 

definitely do overlap, since most volunteers for Evangel will principally be drawn 

from its own members.  

 

Despite the importance of the volunteers for the programs of Evangel, the lead 

pastor of Evangel noted, “there has been a general decline in the motivation and 

number of volunteers”. He also stated, “those still volunteering do seem to have lost 

some motivation for continuing to do so.” The church like many other churches 

faces the challenge of hiring, retaining and motivating volunteers. This study wishes 

to find out factors that could help motivate volunteers at the Church. Specifically, the 

overarching question undergirding this study is to find out how the church leadership 

can best attract, retain, and motivate its volunteer force. 

1.2 The Aims 

Clearly stated outcomes are essential for every study to attain a practical application 

which “goes beyond mere theoretical analysis” (Wankel & DeFillippi, 2005). It is the 

aim of this study to suggest ways of improving at least three aspects of volunteering 

management: (1) the attraction, (2) the recruitment and (3) the retention of 
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volunteers at Evangel   (adapted from Simmons, 2011). The following study 

objectives will help augment this stated study aim: 

 

1. Conduct a critical exploration of the theories of motivation and analyse their 

applicability to the voluntary sector: This aim has been achieved primarily 

through the literature review. This secondary research focused on traditional 

theories of motivation in general and the more specific theories of motivation 

to do with the volunteerism sector.  

 

2. Identify what motivates Evangel members to give their time, money and 

resources to this FBO: This second aim will have to be achieved through the 

use of a questionnaire and primary research aimed at answering this 

question. This questionnaire and primary research are the concerns of the 

“research methodology” section of this study.  

 

3. Determine how the leadership of Evangel can best support, motivate, attract 

and retain volunteers: This aim is achieved by conducting primary research 

using quantitative and qualitative methods of analysis. The use of the 

qualitative methods builds on the quantitative results provided to satisfy the 

second study aim mentioned above.  

 

4. Analyse the role that the changing regulatory and legal framework are 

playing in the attraction, recruitment and retention of Church volunteers: This 

fourth aim is fulfilled by both secondary research and primary research. The 

literature review will analyse the role that the changing regulatory and legal 

framework are playing in the attraction, recruitment and retention of Church 

volunteers. Evangel volunteers were asked directly through a questionnaire 

how the changing regulatory framework impacts on their decision to 
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volunteer. The “research methodology” section directly impacts aims two to 

four. 

 

5. Provide practical suggestions and recommendations of how Evangel can 

best improve the quality its programs, volunteer participation and general 

church management. 

1.3 The Value  

This study is necessary for several reasons. It is a theoretical necessity. At 

theoretical level the study will help identify theoretical issues that could affect the 

effective recruitment, retention and motivation of volunteering staff. Second, it is 

necessary for practical reasons. It will come up with practical steps that the 

management of Evangel can undertake to motivate its volunteering base. Third, this 

study is necessary for its applicability value. The lessons learnt here could be used 

for other faith-based organizations. This study on the motivation of volunteers for a 

religious organization has been chosen because:  

1. It is accessible. All the data to be collected is within the reach of the 

researcher.  

2. It has symmetry of potential outcomes. That is “whatever the findings from 

this work, the results will be equally valuable” (Gill & Johnson, 2010, p.24). 

3. The researcher possesses the capability and interest in the subject.   

4. There is financial support for the project. Regardless of the cost, the 

researcher shall carry out this project in the most cost-effective fashion.  

5. The topic has value for business academics, business managers, as well as 

government regulators (Gill & Johnson, 2010). 
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1.4 The Structure  

This study shall be divided into several sections. Chapter 1 - Introduction: Highlights 

the research issues. It also provides the necessity for the study and research aims 

and general structure.  

 

Chapter 2 - Review of Literature: Will help to demonstrate “the researcher’s 

familiarity with existing knowledge of the subject area and to provide insights in the 

field” (Gill & Johnson, 2010, p. 30). The various traditional motivation theories will be 

discussed and they will then be analysed from the perspective of FBOs. A critical 

analysis of the motivational theories shall then be presented. The literature review 

shall highlight how the regulatory framework can impact upon management of 

volunteers. 

 

Chapter 3 - Research Methodology:  the research methodology section shall explain 

the methods used in data collection and analysis. 

 

Chapter 4 - Research Findings: The fourth section shall present and discuss the 

research findings. 

 

Chapter 5 - Research Recommendations and Conclusion: the study shall conclude 

by offering specific recommendations for the management at Evangel.  
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2. REVIEW OF LITERATURE 

A research such as this one dealing with “Motivating Volunteers in a Religious 

Organization”, calls for study in at least three areas: (1) volunteerism, (2) motivation, 

and (3) management of religious organisations. An additional area that deserves 

attention in the context of this study is the legal and regulatory framework in which 

the religious organisations operate. The legal and regulatory framework does have 

an impact on volunteering and motivation in religious organisations.  

2.1 Laying a foundation from historical theories of motivation 

2.1.1 Hierarchy of Needs  

Maslow’s Hierarchy of Needs (Maslow, 1943) is perhaps one of the most influential 

theories in the study of human motivation. It is relevant to the management of 

volunteers just as it is relevant to paid staff. This theory states that human needs are 

in a hierarchy. In this hierarchy, people are motivated to meet the basic ones first 

before they move on to desire to fulfil higher needs in a pyramid. The most basic of 

these needs are the physiological needs such as hunger and sex. Next to these are 

(2) safety needs; (3) love needs; (4) ego/esteem needs; and, finally (5) self-

actualisation –in that order (Maslow, 1998; Nel & Others, 2011, p. 290; Latham, 

2007, pp.30-31).  

2.1.2 A link between Maslow and volunteer motivation 

From Maslow’s hierarchy of needs the need for belonging, self-esteem and self-

actualisation could potentially explain why people would volunteer. As such, 

volunteer managers must assess the needs that each individual volunteer brings 

and then link that need with organizational reward structure to them (Fottler & 

Fottler, 1984). The hierarchy of needs theory highlights the fact that people can 

mostly be motivated if their most basic needs are met first. Once these basic needs 
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are met, it would explain why people who want to “belong” and to “self-actualise” 

would look to volunteering, as a way to achieve those higher needs. 

2.1.3 Theory X and Y 

Expanding on the need based theories of Abraham Maslow; Douglas McGregor 

proposed the Theory X and Theory Y models of motivation. According to McGregor 

(1957, 1960), management or leaders can supervise or lead others based on at 

least two assumptions. The first assumption which he labelled Theory X assumed 

that people are basically unmotivated and left to themselves they will not work at all. 

It assumes that people are lazy by nature and they need to be driven to achieve 

anything worthwhile.  

 

The second assumption, which McGregor, in fact encouraged, was the Theory Y – a 

more optimistic view of human motivation. With theory Y, people are naturally 

motivated to work and would want to work hard by their nature (Seel, 2010). As 

such, to motivate people a leader needs to emphasize independence and trust that 

followers will follow through tasks. 

2.1.4 Implications of X and Y on volunteer motivation 

The implication of a Theory X approach to volunteers within a church organization is 

that it assumes that people can only effectively work in a church if they are heavily 

supervised. Theory X, however, does not seem to answer the “why” people would 

volunteer their time and resources in a church. It explains that people are by nature 

less motivated to work, but does not quite address the reasons, if any, why people 

would want to volunteer for an organization like a church. Theory Y from McGregor’s 

theory could, potentially, explain why people volunteer as well. This is due to the 

theory of the “self-fulfilling prophecy”. In this case, if a volunteer manager uses 

Theory Y, to manage the volunteer corps, she is likely to receive better results than 



 -17- 

if she managed from a Theory X perspective (Seel, 2010). As such, like all humans, 

volunteers are likely to perform according the expectations of their managers. 

2.1.5 Need Based Theory 

McClelland (Nel & others, 2011) is another extension of the need-based theory. 

According to the McClelland theory, people are motivated towards a certain goal 

due to needs that they have. Contrasted with Maslow (1943), McClelland did not 

concentrate on the physical or biological needs at all. Instead, McClelland 

concentrated on the more social or external aspects of needs. In this regard then 

the achievement motivation theory stated that people are motivated by at least three 

things.  

 

First, they could be motivated by the need for achievement. This is an unconscious 

drive to do better toward a standard of excellence (Sakaduski, 2013). Second, they 

could be motivated by the need for power. The need for power is an unconscious 

drive to have impact on others. Lastly, people could be motivated by the need for 

affiliation, which is the drive to be a part of “a relationship or group” (Sakaduski, 

2013, p. 16). 

 

Figure 1: McClelland’s Theory  

Of these three motivation needs McClelland found the need for achievement to have 

been the most desirable of all motivations. This is because achievement seekers 

usually top the percentile grade in performance in many organizations (Nel and 

others, 2011, p. 292). In this regard then, motivation, therefore, should be geared 

towards the goal of achievement. People are motivated well if they are given the 

Need	for	Achievement	

Need	for	Power		

Need	for	Af]iliation	
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tools to achieve a goal.  With regard to McClelland’s theory, the need for affiliation 

and achievement provides potential reasons why people volunteer. However, the 

need for power should be included too, especially in the context of faith-based 

organisations. Sometimes the need for spiritual power could be a reason why 

people volunteer. According to Fottler & Fottler (1984), individuals chosen to 

manage volunteers should have a balanced orientation towards achievement and 

affiliation. 

2.1.6 The Two-Factor Theory 

The two-factor theory of motivation is also similar to Maslow’s hierarchy of needs in 

the sense that it proposes that there are two basic factors in a hierarchy that are 

responsible for human motivation (Deeprose, 2003, p.18). For Frederick Herzberg, 

the hygiene factors and motivators are the two factors in a hierarchal order (Nel & 

Others, 2011; Seel, 2010). People care for hygiene factors first before they care for 

motivators. As such, the goal of motivation should be to meet hygiene factors first 

before motivators. Motivational factors in Herzberg’s motivational theory also 

provide potential reasons why people would volunteer. Motivational factors include 

aspects such as achievement, recognition, and personal development.  

 

Hygiene factors directly relate to the work environment while motivators deal with 

the nature and content of the work. The diagram below explains these factors better. 

 

Figure 2: Herzberg's Theory of Motivation 

•  Policy	and	administration	
•  Equipment	
•  Supervision	
•  Salary	
•  Status	
•  Working	Conditions	
•  Work	Security	

Hygiene	
Factors	

•  Achievement	
•  Learning	and	Development	
•  Nature	of	Job	
•  Recognition	Motivators	
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The question with church organizations is that indeed people do seem to volunteer 

for churches for reasons other than those found in the hygiene factors, such as 

supervision, salary, status and work security. If indeed hygiene factors are 

foundational to the motivators’ factors, then what happens in the church can be 

understood to reverse this model. It seems that motivators, such as achievement, 

recognition, and personal development, are more foundational to church volunteer 

work than would be hygiene factors.  

2.1.7 Job Characteristic Model 

The job characteristic model of motivation focuses on the meaningfulness of work 

as the primary driver of motivation. Accordingly, a person will be more motivated to 

work hard if the following elements are included: first, skill variety. Second, it is task 

identity. The third element is task significance, and the fourth element is autonomy. 

The last element is feedback (Nel & others, 2011).  

 

The job characteristic model of motivation emphasizes salient elements of the 

nature of the job as the primary motivating factor in workers. In the context of a 

church volunteer, this model can best be expressed through what people want out 

of their work for churches. If people in a church see skill variety in their tasks they 

are likely to be more motivated. Studies need to be conducted that should measure 

the role if any that job characteristics play in the reason why people volunteer for 

faith based organisations. Are there job characteristics that make people want to 

volunteer more in faith-based organisations?  

2.1.8 Expectancy Theories 

Expectancy theories of motivation are grounded on an assumption that achievement 

of a desired outcome is the primary reason behind human motivation. It proposes 

that “individuals consider all possible outcomes of an action and act in a way that 
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maximizes the opportunity for desired outcomes and minimizes unwanted 

outcomes” (Seel, 2010, p.223). This theory is very close to the functional theory of 

motivation. As such, with regard to expectancy theories a person will be motivated 

to volunteer or act in a certain way only if they deem that an anticipated outcome will 

be achieved (Nel and others, 2011). According to Furnham (2005, p. 306), 

expectancy theories portray people as “rational, logical, and cognitive beings, who 

think about what they have to do to be rewarded and how much the reward means 

to them before they perform their jobs”.  

2.1.9 Implications of Expectancy theories on volunteer motivation 

The implications of the expectancy theory for volunteers in a church organisation is 

that the organisation must recognise this rational, logical and cognitive aspect of 

volunteers that takes into account their own goals, activities and expected outcomes 

(Ramdianee, 2012). In the context of a church, people can be motivated to volunteer 

if they believe that a certain outcome will be achieved. These outcomes can be very 

different between a non-faith based organizations and faith based one.  

2.2 Theories of volunteer motivation 

2.2.1 Gidron (1978), Fitch (1987), and Cnaan & Goldberg-Glen (1991) 

The earliest study on motivation in volunteer management comes from Gidron’s 

(1978) study. In this study, Gidron looked at volunteer motivation from a rewards 

perspective. Looking at it from the rewards perspective, Gidron concluded that 

people are motivated to volunteer due to the rewards they get out of it. Rewards 

become the major motivation for making decisions to volunteer. These rewards 

could be social, personal or as put by Gidron “indirectly economic”.  
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The finding of these three rewards by Gidron (1978) appears to have influenced 

Fitch’s (1987) study on volunteer motivation. According to Fitch there are three 

different reasons why people decide to volunteer. These are (1) altruistic 

motivations, (2) egoistic motivations and (3) “motivations of social obligation”. These 

three reasons have become quite influential in volunteer management study. 

 

In their 1991 study, Cnaan & Goldberg-Glen (1991) seemed to have crawled away 

from Fitch’s (1987) three pronged reasons for volunteering. Instead, they concluded 

that volunteering could be explained by just a single factor: rewarding experience. 

To come to this single factor, however, Cnaan and Goldberg-Glen (1991) identified 

28 other volunteer motives. These motives nevertheless culminated into one-factor 

motivation. For their part Cnaan and Goldberg-Glen (1991) proposed that rather 

than looking at all these different factors it would be beneficial to reduce all the 

factors to just one experience. 

2.2.2 Volunteer Functions Inventory Model 

After Cnaan & Goldberg-Glen (1991), Clary & others (1998) established that 

contrary to what Cnaan & Goldberg-Glen (1991) stated about volunteer motivation, 

instead of being one-faceted volunteer motivations are multifaceted. This seems to 

have gone back to Fitch’s (1987) observation, except that Clary & others (1998) had 

more “motives” than Fitch provided. The multi-faceted nature of volunteer motivation 

included six facets.  

 

These six facets are perhaps the most influential factors in the management study 

of human motivation: 

1. “Values”: Values encompassed both humanitarianism and altruistic 

reasons.  

2. “Understanding”: This had to do with skill development of the volunteer.   
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3. “Ego enhancement” or psychological growth.  

4. “Career”: With regard to career a volunteer does so to gain the 

experience needed to advance one’s own career.  

5. “Social”: the desire to improve social relationships.  

6. “Ego protection”: aimed at providing an escape from negative feelings 

and personal problems.  

 
These six became operationalized into a construct called the Volunteer Functions 

Inventory (VFI). They became by far the most influential construct used in 

measuring volunteer motivation from a functionalist model. 

 

Allison, Okun, & Dutridge’s (2002) study also did seem to correspond with what 

Clary & others (1998) had found. However, they added three more motives to the 

reasons of what motivates volunteers. These include: (1) enjoyment, (2) religiosity, 

and (3) team building. Religiosity is particularly relevant to this study since the 

context of this study is situated within Evangel, a faith based organisation. 

2.2.3 Four-factor model of volunteering 

The 2002 study of Batson  (2002) looked at volunteer motivation from a functionalist 

perspective, just like Clary & others (1998), but came up with his own four-factor 

motive as to why people volunteer. While most of the theories and concepts behind 

Batson’s theory are themselves closely related to both the historical theories of 

motivation and the functional approach, they are relevant in this study as they help 

to illuminate motivation.  

 

Batson’s theory relies on some terminology important in this study. Batson’s theory 

of volunteer motivation encompasses the following: egoism, altruism, collectivism 
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and principlism. Two of these factors are identical to what Gidron’s (1978) study 

determined. 

2.2.3.1 Egoism  

According to Batson (2002), the concept of egoism is about what happens in some 

volunteers who do so in order to satisfy deeply seated beliefs about their own role in 

life. Egoistic motivation is also about satisfying the feeling of being needed. Those 

who volunteer from this perspective do so because they believe that it makes them 

better not necessarily by the external awards but by the internal feelings of personal 

satisfaction. Closely tied to this are the benefits that volunteers intend to get from 

volunteering. Some look for tangible benefits while others get intangible benefits.  

 

Tangible benefits can be in the form of goods and services while intangible benefits 

include feelings such as a sense of community. At the intangible level some 

volunteers feel like they are doing a service for a divine being. A study such as the 

one under consideration tries to link how motivation works in a faith-based 

organisation like Evangel. 

2.2.3.2 Altruism  

Altruism is “an unselfish concern for the welfare of others: a private act for public 

benefit” (O’Halloran, 2011, p.11). Altruistically, some volunteers do so for external 

reasons. These include: the good of society, socializing skills, personal development 

skills, and employment related motives (Lynch, 1984). Govekar & Govekar (2002) 

use different terms to describe these reasons. They call these models as collective 

goods, private goods, skill development, and influence.  
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2.2.4 The three-factor model 

Proteau and Wolff (2008) while agreeing with the VFI functionalist model as 

propounded by Clary & others (1998), reduced reasons for volunteer motivation to 

just three models. In the first model, volunteers do so to “enhance and enrich their 

human capital and thus make the greatest employment opportunities or increase 

their income”. This model appears to stress career as the major reason for 

volunteering. It definitely agrees with VFI factors. The second model is more 

altruistic. People volunteer to help other people’s welfare.  

 

The last model according to Proteau & Wolff (2008) is that people volunteer in 

search for “private goods”. These include prestige, reputation or the satisfaction thrill 

they get for helping out others. 

2.2.5 Supplementary models of volunteer motivation 

Motivation for volunteers can also be linked to what individuals perceive as the net 

benefit for such efforts (Clain, S, & Zech, C 2008, p. 456). It is obvious that helping 

the society is perhaps the most prevalent reason why people volunteer. According 

to Lindenmeier & Dietrich (2011, p.400), people’s inclination to volunteer is 

contingent on their “subjective estimation of the likelihood that a voluntary project 

will be instrumental in achieving a collective goal”. But it is not the only reason. 

“Volunteering is not a utility-bearing activity in and of itself, instead it generates 

individual future benefits by providing valuable work experience, networking 

opportunities and other career advancement possibilities that may even provide an 

elevator through the glass ceiling” (Ewing, Govekar, Govekar & Rishi, 2002). 

 

Consistent with Ewing & others’ (2002) findings, Lynch’s (1984) study did suggest 

that people volunteer for many other reasons other than just helping other people. 
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Starnes & Wymer (2000, p.70), in the context of palliative care organisations, found 

that there are several reasons why people volunteer. These include: 

1. A desire to help or contribute,  

2. A desire to learn about and experience palliative care,  

3. Responding to a recruitment campaign, and 

4. The feeling of having a sense of responsibility or obligation to serve in return 

for having a good life.  

 

Ramdianee (2012) found at least eight reasons why people volunteered. These are 

personality, societal pressure, life experiences, cause of the organisation, need for 

belonging, family values, religion, and looking for meaning in life (Ramdianee, 

2012).  

 

On the question of why people stayed in volunteering Ramdianee (2012) discovered 

the following reasons: enjoyment, sense of contribution, pride in the organisation, 

and expectations met. The third issue Ramdianee (2012) looked at was why people 

stopped volunteering. These are (1) expectations not met, (2) time constraints and 

(3) changed life circumstances. 

2.3 Volunteer motivation from a sociological perspective 

Much of the theory of volunteer motivation has taken a psychological perspective. 

Psychologically, motivation has to do with what happens inside the person’s mind. 

On the other hand, some researchers have taken a sociological perspective as well. 

This is because psychological approaches to motivation are inadequate by 

themselves to explain the reason why people do what they do. While psychological 

motives are powerful and very helpful in determining why people make certain 

decisions, sociological approaches to motivation equally supplement this 

understanding (Wilson, 2005, p.11). Clearly, there is a lot to learn from sociological 

approaches to motivation. Certain sociological categories can illuminate volunteer 
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behavior. These categories include gender, race, age, education, income, 

employment, marital and parental status, and religion. 

2.3.1 Education  

Day & Devlin’s (1996) study, done from a sociological perspective, is significant for 

the way it showed trends and characteristics of a typical volunteer in Canada. The 

propensity to volunteer seems to increase with education. The more educated one 

is, the more likely they are to volunteer. This is consistent with Ewing and others’ 

(2002) finding that two-thirds of volunteers in the USA were college graduates.  

 

Day and Devlin (1996) noted that volunteer organisations that wish to increase the 

number of volunteers should “perhaps focus on recruiting new participants rather 

than try to increase the hours supplied by existing ones” (1996, p. 51). It would be 

necessary to find out whether this would be true for Evangel   as well. Both income 

and employment are important determinants of the decision to volunteer. Day and 

Devlin (1996) noted, “As annual household income rises beyond $20,000, the 

probability of becoming a volunteer unambiguously rises”.  

2.3.2 Gender  

Generally, men are less likely to volunteer than women. But if they do, they usually 

put in more hours than the women. Day and Devlin (1997) explored the relationship 

between “gender, volunteering and labour market returns.” They found that females 

receive almost no return to volunteering on the labour market. In other words, 

whereas there is a discernable positive impact of volunteering upon the earnings for 

men, it is not so for women. Another important gender difference lay with the fact 

that faith based organisations, such as Evangel, are the most important volunteer 

organisations for women volunteers.  
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2.3.3 Religious Beliefs 

The probability to volunteer increases with the strength of one’s religious beliefs and 

the state of one’s health. Additionally, as indicated by Ewing and others (2002) and 

by Wood and Hougland (1990), opportunities to express religious beliefs and values 

are provided in many volunteer situations. It would be important to find out whether 

the relative strength of religious belief among the members of Evangel does impact 

on their decision to volunteer, and if not to what extent does religious belief impact 

on members’ decision to volunteer? In this case then, it would be prudent to 

interrogate the thesis proposed by Byfield (2001) that “practicing Christians far 

outperform everyone else in time and money spent on charitable activities, including 

non-religious ones”.  

2.3.4 Impact of sociological models 

These findings are important especially that the focus of this study is a religious 

church known as Evangel. An inquiry into whether there is a gap in gender 

volunteering preferences and motivations is important in order for the management 

of Evangel to know how to leverage its volunteer base.  

 

The most controversial finding from Day and Devlin (1997) is the fact that in spite of 

religious groups being the most important type of volunteer organization for women, 

participation in such groups yields “strong negative returns to women on the labour 

market”. Men do not get penalised as much as women when they volunteer for 

religious organisations. For those whose motivation for volunteering at Evangel is 

labour market growth, it would be important to note how true this hypothesis is for 

men and women at Evangel. 
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2.4 The functionalist approach to volunteer motivation 

The functional approach is perhaps the most influential of all volunteer motivation 

theories. According to Musick & Wilson (2008, p. 56), of all the theories of volunteer 

motivation discussed above, the best-known and most sophisticated psychological 

theory of volunteer motivations takes a functional approach. This approach is 

“concerned with the reasons and purposes that underlie and generate beliefs and 

actions” (Musick and Wilson, 2008, p.56). It is similar to the expectancy theory from 

the traditional theories of motivation.  

 

According to this approach, people would be more willing to volunteer if they think 

that their volunteer involvement will serve one or more psychological needs. The 

functional theory dwells mostly on “psychological needs” rather than physical or 

security needs as implied in Maslow’s hierarchy of needs (1948). After several 

empirical studies, “six motivations have emerged as consistently associated with 

volunteer work” (Musick & Wilson, p. 57). The Volunteer Functions Inventory (VFI) 

lists six volunteer motives that have been asserted from repeated empirical studies 

(Fischer & Schaffer, 1993; Musick & Wilson, 2008;). The six are: values, 

enhancement, social, career, protective, and understanding. They are discussed in 

turn. 

2.4.1 Values  

According to the 2001 study (Hall and others, 2001), values are the primary reason 

why most people chose to volunteer. “By working to achieve desired goals, or 

values, people remain true to an ideal conception of themselves” (Musick & Wilson, 

2008). So the “values” motive is really about helping people meet a psychological 

conception of themselves by doing something that is related to what they value. The 

“important thing”, according to Musick and Wilson (2008), “ is that the individual has 
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internalized certain values, wishes to see them actualized, and takes pleasure in 

acting in such a way as to realise these values”. In the context of a church such as 

Evangel, religious belief does play a role in this process. Individuals could be seen 

as participating in church voluntary activities due to certain religious values, which 

they want actualised and take pleasure in acting in such a way as to realise them. 

2.4.2 Enhancement  

Enhancement is about offering “learning experiences about different people, places, 

skills, or oneself as, for example, when a person says, “volunteering lets me learn 

things through direct, hands on experience’” (Musick and Wilson 2008, p.58). 

“Enhancement” has been defined variously. Lynch (1984) looks at enhancement as 

“a way to enhance personal development skills.” In some cases, the enhancement 

factor captures the motivation behind those making a transition from jail or 

recovering “from a previous unpleasant experience” (Lynch 1984). Due to the nature 

of the churches and other faith-based organisations, people recovering from 

unpleasant experiences find it more welcoming to volunteer for these organisations 

than others. It would be interesting to find out whether this is the case at Evangel.  

 

The “enhancement” motivation however, does not come without risk with regard to 

the churches. Due to the fact that churches are being held to the same legal 

standard as other organisations, some leaders in churches are reluctant to allow 

people with criminal records, as an example, from participating or volunteering in 

churches. Since there has been a huge change in the legal regime with regard to 

the duty that churches owe to members and society, it would be interesting to find 

out whether the legal regulations are barriers to volunteers. 
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2.4.3 Social motives 

Social motivations of volunteering have to do with the need to fit in and get along 

with others. Social motives include the desire to “get out of the house”, “to make 

new friends”, or “just have some quality time with others” (Lynch 1984). Socialising 

skills cut across all demographics, social class and income. For example, Habitat for 

Humanity has had tremendous growth in volunteer motivation in the USA because 

volunteers enjoying strong “economic conditions have volunteered out of the need 

to acquire social capital” (Ewing, Govekar, Govekar, & Rishi 2002, p. 73). With 

regard to churches or faith-based organisations, it is clear that this could be a huge 

motivation for those who want make new friends in a community. 

2.4.4 Career related benefit  

The fourth motive in the functional approach to volunteer motivation is that of 

obtaining “career-related benefit, such as work skills or business contacts” (Musick 

and Wilson, 2008, p.60). Employment related motives are powerful motivations for 

volunteering as well. According to Lynch (1984), those who volunteered for 

employment related motives did so for several reasons. First, they did so to connect 

with influential members of society. Second, they did so to impress their bosses for 

future promotions. Thirdly, employment related motives could just be for prestige by 

belonging to groups such as Lions or Rotary clubs. As stated by Day and Devlin 

(1998), “researchers who have studied the supply of volunteer labour have also 

recognized that the employment enhancement motive may be an important 

determinant of volunteer hours.” This can work both positively and negatively for 

faith-based organisations.  

 

Negatively, very rarely do employers in the secular fields look to church volunteering 

as an important aspect of one’s volunteer history. In fact, being an active volunteer 
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in a faith-based organisation such as a church might be frowned upon in some 

secular settings. Additionally, churches might not attract the kind of “bosses” that a 

volunteer might want to impress. Additionally, the finding of Day and Devlin (1998, 

p.1188) might be instructive in this regard. “Volunteering for religious organizations 

still has a negative coefficient, suggesting that volunteering for religious 

organizations may actually have a negative impact on earnings.” 

 

On the positive side though, some people have gone on to find good employment in 

secular organisations after being noticed by employers in the churches. 

Nevertheless, as Day and Devlin (1998) discovered in their study, volunteering 

could be a great motivation for many since it “lead to the acquisition of useful skills 

and experience”. The acquisition of these skills and experiences become a very 

useful investment in the volunteers’ own human capital thereby raising their own 

value on the job market. The question in the context of a church such as Evangel is 

what value, if any, do members assign volunteering in terms of investment into 

human capital. Are volunteers at Evangel doing so in order to acquire skills for the 

job market? If so, we can look to these as the major for volunteering, if not, we must 

then look to other motivations for volunteers at Evangel. 

2.4.5 The protective motivation 

The “protective” motivation for volunteering has to do with enabling “people to deal 

with inner conflicts, feelings of incompetence uncertainties about social identity, 

emotional needs, and the like” (Musick and Wilson, 2008, p.62). This factor is very 

close to the social motive mentioned above. 

2.4.6 Understanding  

The sixth functional motivation for volunteering has to do with “understanding”. 

Volunteerism is seen as a means of personal growth and ego-enhancement (Musick 
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and Wilson, 2008, p.63). This is consistent with Maslow’s higher needs of “self-

actualisation” and “self-esteem”. 

2.5 Volunteer motivation and the legal-regulatory framework 

2.5.1 The legal-regulatory framework from a volunteer’s perspective 

There has not been any study that could explain how new developments in the law 

could impact people’s decision to volunteer. A link between motivation and the legal 

framework has not been a subject of study so far. A literature search has revealed 

very little material on this subject. How does the regulatory framework impact on 

people’s motivation to volunteer for a religious organisation such as Evangel? 

Clearly, Evangel and other faith-based organisations had in the past not been 

subject to too much scrutiny in its choice of volunteers.  

 

Following changes in both statutory and the common law, religious organisations 

are being held to the same standard of care in their choice of staff, both paid and 

unpaid, as other organisations or businesses (Bourgeois, 2012). The question is; 

are these legal restrictions and obligations having any impact on the attraction or 

retention of volunteers for faith-based organisations? 

 

Legally, a volunteer is defined as a person who gives services without any express 

or implied promise of being paid in exchange for the services (Halsbury’s Laws, 

1959; Volunteers and the law, 2000; Kemp, 1976). In Canada, just like much of the 

common law world, there is usually no clear statute that sets out rules, expectations, 

or liabilities of volunteers. As such, the law-governing volunteers should be found in 

various statutes and court judgments that have a bearing on the work of volunteers. 

That being the case, volunteers fall under the general expectations of the law for 
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people to act responsibly towards others. Volunteers must be helped to know their 

legal duties so as to avoid personal liability for another person’s injury or loss.  

 

This study seeks to find out if there is any link between the legal expectations and 

the motivation among volunteers to volunteer for a church. A volunteer, therefore, 

has several general legal duties in Canada (Kemp, 1976; Sakaduski, 2013): 

• Duty to take reasonable care (Olson, 1984); 

• Legal duty of confidentiality; 

• Duty to not assault others; and a 

• Duty to an organisation and the people they serve with regard to defamation 

such as libel and slander.  

 

Evangel being a church does have specific areas where these duties are applicable 

in actual practice.  

 

The most important areas are the vulnerable sector areas such as work with 

children, seniors and people living with disabilities. One area that heavily staffed 

with volunteers is the caring, teaching and instructing of children. A volunteer does 

have a duty in caring for children, first to appropriately supervise, second, to not 

abandon children, third, duty to report child abuse, and fourthly not to use excessive 

force. Specifically, The Alberta Child Welfare Act s. 4(1) states that: “any person 

who has reasonable and probable grounds to believe that a child is in need of 

intervention shall forthwith report the matter to a director.” Volunteers in the church 

do have a duty at law to report child abuse.  

 

According to the Volunteers and the law (2000) handbook, there are several areas 

for volunteers to be familiar with when volunteering. First, volunteers should know 

their job and what is expected of them. This entails several ideas. A volunteer 

should: 
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1. Have a written description of your volunteer roles and responsibilities, and 

the organization’s policies and procedures. If necessary, you can write one 

your- self and ask that it be approved.  

2. Record any changes to your duties.  

3. Know your direct supervisor and who to approach if you have a concern.  

4. If you are asked to do something outside of your agreed responsibilities, be 

sure the request is from a person in authority.  

5. Ask for help if you are not sure of a policy or procedure.  

6. If using your own materials, agree in advance who will pay for loss or 

damage.  

7. Do not proceed with an activity you feel may be unsafe. 

 

Secondly, volunteers should anticipate and prevent accidents (Volunteers and the 

law, 2000, p. 31). While this is a general duty for any citizen, it is even more 

applicable for volunteers since they are on duty for their various organisations. 

Volunteers should be aware of health and safety procedures. They need to know 

what they can do and what they cannot do in a specific duty they are carrying out. 

Volunteers, just like any citizens must act to prevent risk. 

 

Volunteers must also protect confidentiality. They cannot discuss clients, or in the 

case of Evangel, volunteers must not be discussing other members’ personal and 

confidential information.  

 

In view of the legal expectations that are imposed upon volunteers in an 

organisation, it is important to enquire into whether there is anything that an 

organisation can do to mitigate the impact of these regulatory and legal duties for 

the volunteer. How can this mitigation impact on people’s motivation to volunteer? 

Can volunteers be more motivated to volunteer for an organisation if they know that 

they have insurance that protects them personally while doing volunteer work? 

According to Kemp (1976), three broad areas of insurance coverage important for 



 -35- 

consideration by volunteers and their organisations are (1) general liability 

insurance, (2) accident insurance, and (3) automobile insurance. 

2.5.2 The legal-regulatory framework from an organisation’s perspective 

The law also imposes some duties on the organisations that hire and use 

volunteers. The principle is that “voluntary organisations owe legal obligations to 

volunteers and participants, but also to anyone who may be harmed through the 

negligence of the organisation or its volunteers (Volunteers and the law, 2000, 

p.33). The question therefore becomes, what measures can an organisation put in 

place to mitigate the risk associated with volunteers?  

 

According to Bourgeois (2012), there are four overall ways to manage risks for any 

organisation: avoidance, sharing, reduction, and acceptance. An organisation, 

therefore, must put in place a good risk mitigation strategy if it is to attract good 

volunteers to the organisation. 

 

All organisations that use volunteer labour do have specific legal duties as well. 

These duties are owed both to the volunteers and the people they serve. In general 

terms, an organisation such as Evangel   does owe a duty to the volunteers and to 

the people they serve. These duties include ensuring that the workspace is suitable 

and is not dangerous. With regard to motivation, it would be good to find out how 

this impact on volunteer motivation. 

 

Risk management in the context of a religious organisation is a process by which 

risks associated with organizations are recognized, appreciated and mitigated. 

There are at least five types of risks (Hertig and Davies, 2008, p. 243). First are 

“dynamic risks” which fluctuate under certain conditions. They include weather and 

location. Second are “static risks” which remain constant. Third are “Inherent risks” 
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which are unavoidable and are associated with a particular product or industry. The 

fourth are “speculative risks” which occur when an organization initiates something 

new. The fifth type of risks is “pure risks”, such as natural disasters or criminal acts 

that do not fall into any of the above (Canadian Emergency Management and 

Response Manual, 2010, p.A-5).  

 

According to Gerden (1998), Risk Management involves five steps: (1) identification 

and analysis of risk, (2) examination of alternatives, (3) selection of appropriate 

alternatives, (4) implementation and, (5) on-going review. At the center of risk 

management is the need to avoid or reduce losses. There are typically four types of 

losses associated with volunteer management in an organisation. These are 

property losses, income losses, legal liability losses and personnel losses. The 

acronym WAECUP is a good way to memorize how losses occur in an organization. 

It stands for Waste, Accident, Error, Crime, and Unethical/Unprofessional Practices.  

 

After risks are identified, there are at least five ways of how to reduce exposure. 

First, the risk can be avoided. This means taking the object away from harm. 

Second, risk transfer can be done through insurance. Thirdly, risk abatement means 

minimizing the risk to levels that are compatible with the daily operations of an 

organization.  Fourthly, potential losses spread the risk among multiple locations to 

reduce risk spreading. Lastly, Risk acceptance means that the organization accepts 

the risk as a legitimate part of doing business. Risk acceptance should be the last 

resort after all the four have failed. The key is to reduce those risks that can be 

reduced.  

 

Church organisations must tailor their hiring, retention and motivation of volunteers 

taking into account their obligations to the law, to the regulations and to others. 
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2.6 Motivation and management of religious organisations 

Beyond the “why” people choose to volunteer, Govekar (2004) did a study about 

how managers in volunteer organisations can attract rather than repel volunteers. 

Focus, therefore, should not just be on what sociologically or psychologically is 

responsible for volunteer motivation, but also look at how the management of an 

organisation fits into the way volunteers chose to volunteer. The literature review 

above focused on both the individual’s and the organisation’s legal duties. The most 

important finding of Govekar’s study was the impact of “facilitation” on recruitment 

and retention of volunteers. “Facilitation” was defined as “helping people become 

volunteers and assimilating them into the organisation by providing information and 

social or emotional support” (2004, p. 24).  

 

Facilitation can also be understood as “leadership management”. As observed by 

Bird and Westley (2011, p. 8), “leadership in the voluntary sector demands the 

ability to manage highly complex situations and emergence”. Facilitation has several 

facets.  

2.6.1 Facilitation as “helping” 

First, it has the facet of “helping” people decide to volunteer. Usually, volunteers do 

so because others ask them to (Wymer, 1997; Ewing & Others, 2002; McKee & 

McKee, 2008). The most effective tool to use in enlisting volunteers is for managers, 

or other facilitators to ask them directly. Penn (1990) put it aptly that in order to 

enlist a team of volunteers, “you simply go up to an individual and ask him to help.” 

Mark (1991) adds an observation that volunteers usually do so because they were 

asked by “directly” by those close to them. These close to them could be other 

volunteers or managers. 

 



 -38- 

2.6.2 Facilitation as “training” 

Second, facilitation has the facet of “training”. The host organisation must provide 

the necessary training for the volunteers. According to Murk (1991) Volunteers are 

the same as paid staff: “they require and benefit from regular in-service training.”  

2.6.3 Facilitation as “social or emotional” support 

Third, facilitation has the facet of “social or emotional” support. Just like any other 

workers, volunteers must be given access to both social and emotional support. 

This can come from both formal management initiatives and informal peer-to-peer 

efforts. 

 

Facilitation also means that it is not enough to just have volunteers in the 

organisation; volunteers must be trained and supported in their roles. Managers of 

volunteer organisations should be facilitators who do at least three things: 

1. Provide volunteers with information and social support. 

2. Help reduce ambiguity, and  

3. Help volunteer assimilate in the nonprofit organisations they are serving.  

 

In the context of Evangel, it is pertinent to find out how the leadership of Evangel 

can help with this “facilitation”. The question from this literature review with regard to 

facilitation hinges on how facilitation should look like in a religious organisation such 

as church. Does religion or spirituality have any impact on this? 

2.6.4 Leadership and management imperatives 

The effectiveness of any volunteer program in any organisation has got to do with 

the quality of its leadership. In the context of a church such as Evangel, the 

managers are the clergy, the pastors and the volunteer board known as “deacons”. 

In order for any organisation to run its volunteer pool effectively, leaders must know 



 -39- 

how to recruit and manage volunteers. This has got to do with training. Leaders or 

managers of Evangel in this case, should be trained on how to manage volunteers. 

As observed by McKee and McKee (2008), volunteer management sometimes calls 

for skills that are not necessarily taught in seminary. Like any other organisation, 

effective management of the organisation and its workforce depends on the good 

management skills of its managers. 

 

Leaders of any organisations play a huge role in the process of hiring, retaining and 

motivating volunteers for their organisations. Hager and Brudney (2010) identify 

several elements that are important for management to practice if they are to retain 

volunteers.  

 

First, that management must recognise the contributions of volunteers. “Nothing is 

more universal in touching the intrinsic needs of volunteers than recognizing their 

contributions to the cause” (Hager and Brudney, 2010, p.237). Second, 

management should provide training and professional development programs for 

the volunteers. Third, that management should be able to screen volunteers and 

match them to assignments. According to Teplitz (2005) the key to complement 

volunteers involves non-profit leaders “adapting their behavioural style”. Fourth, 

management should regularly supervise and communicate with volunteers.   

 

Sakaduski (2013) came up with the ten commandments of good volunteer 

management: 

1. Do unto volunteers, as you would have them do unto you.  

2. Thou shalt not kill enthusiasm.  

3. Thou shalt not steal ideas.  

4. Thou shalt not squander volunteers’ time, for that is an abomination.  

5. Thou shalt not forget that there is more than way to skin a cat.  

6. Thou shalt honour thy volunteers and convey gifts of kindness unto them.  
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7. Thou shalt not bear false witness.  

8. Thou shalt watch over thy volunteers, keeping them into order.  

9. Thou shalt give rest to those who labour.  

10. Thou shalt speak flexibility.  

 

Most of the theories used to understand volunteers in general can be used to 

understand volunteers in a church organisation such as Evangel. However, there 

are some differences between a non-religious organisation and a religious one. For 

certain, a church derives much of its volunteer base from its members. It is 

members of the church or the denomination that are the primary population for 

volunteering. That being the case, all the theories enunciated above should be 

understood within a context of a church if they are to be applicable to Evangel.  

 

In many cases, with the changes in society, have come changes in the churches as 

well. To prepare churches and other religious organisations for the new kind of 

volunteer, McKee and McKee (2008) came up with new strategies to help any 

religious organisation “understand and equip the 21st century volunteer”. The main 

argument in their study is that church leaders must at least satisfy three roles with 

regard to volunteers: (1) the volunteer recruiter, (2) the volunteer manager, and (3) 

the volunteer leader. These roles are very similar to what other researchers have 

found.  

2.7  Conclusion 

Historical theories of motivation are a foundation upon which later 

conceptualizations of motivation are based. Motivation is multifaceted.  It can be 

evaluated from a psychological perspective or a sociological perspective. However, 

another perspective should be added to these two: a legal-regulatory perspective. 
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Psychological perspectives look at what is taking place inside the person, the 

internal processes in the mind. Sociological perspectives look at the social forces at 

play in human motivation. The legal-regulatory framework is about the impact of the 

law and regulations on the motivation, particularly the one specific to volunteers. 

There is a lack of literature that clearly links motivation to the impact of the legal-

regulatory framework. This question must be addressed by primary research and is 

included in the questionnaire. 

 

Volunteer motivations vary from one person to another and from one organisation to 

another. There ought not to be any generalisation with regard to why people or how 

people chose to volunteer or remain in volunteering. What is certain, however, is 

that there is usually a link between a volunteer’s motivation and the organisation in 

which they are volunteering (Simmons, 2011).  

 

There are several factors that are critical in volunteer recruitment, retention and 

management. Some studies in volunteer management have focused on the 

satisfaction of volunteers (Warner, Newland & Green, 2011) while others have 

focused on the motivation of volunteers. Motivation is critical in volunteer 

management for religious organisations like Evangel.  

 

From an analysis of literature, it becomes apparent that there exist several potential 

factors behind volunteer motivation. The implications of this literature is that those in 

management must be able to both know and help match particular motives for 

volunteering with the tasks that volunteers perform. 
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3. RESEARCH METHODOLOGY 

3.1 The Purpose 

3.1.1 Research methodology 

Research methodology is concerned with explaining the approach a study will take 

with regard to style, data collection, methodical approach and analysis (Lancaster, 

2006, p.68).  Consistent with the literature review (basis of the secondary data), the 

inspiration behind volunteer behaviour to decide to volunteer and to remain 

volunteering varies widely for both individuals and organisations. In order to provide 

appropriate recommendations and improvement focus to a faith-based organisation 

such as Evangel, it is necessary to eliminate different variables that are 

inappropriate or inapplicable through research. 

3.1.2 Aims and objectives 

A major object of this study is to find out how managers at Evangel   can best 

attract, retain, and motivate volunteers. Specific research aims and outcomes of this 

study have already been enumerated in Chapter One. For the sake of clarity, they 

are restated here:  

1. To explore motivation theories and analyse their applicability to the voluntary 

sector.  

2. To identify what motivates Evangel volunteers 

3. To determine how the leadership of Evangel can best support, motivate, 

attract and retain volunteers.  

4. To analyse the role that the regulatory and legal framework play in the 

attraction, recruitment and retention of Church volunteers.  

5. To provide recommendations of how Evangel can best improve the quality of 

its programs, volunteer participation and general management. 
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3.2 Research philosophy and approach 

3.2.1 Inductive study 

This is an inductive study; as such, it attempts to “develop theories based on 

observations, experience, intuition and so on” (Lancaster, 2005, p.28). As stated by 

Gill & Johnson (2010, p.56), inductive analysis involves “learning and reflecting 

upon particular past experiences and through the formulation of categories that 

class observed phenomena together and/or differentiate them.”  

3.2.2 Mixed method approach 

In addition to being an inductive study, the research approach adopted is the mixed-

method research method. This method integrates both qualitative and quantitative 

techniques of data collection within a single project (Gill & Johnson, 2010; Curran & 

Blackburn 2001). It also can combine primary as well as secondary data.  

 

A mixed-method approach is necessary for a study of this nature due to several 

reasons. First, this study is not a purely experimental study. It is a case study. That 

being the case, it can greatly benefit from a combination of both qualitative and 

quantitative methods of data collection and analysis (Gill & Johnson, 2010; Brayman 

& Bell,  2007). The case study is being increasingly used in organisational research 

(Gill & Johnson, 2010). As a case study, this research project will not rely on the use 

of the “hypothesis” in its methodology.  

 

Second, since this study looks at volunteer motivation and management, the best 

way to understand these two phenomena is to analyse them both by integrating the 

qualitative and quantitative analysis. The study can benefit from the best of both 

worlds. A mixed-method is necessary because quantitative data will determine the 

level of responses while qualitative will help provide the context of the case study. 
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As stated by Gill & Johnson (2010), case studies are a “very flexible approach to 

research in the sense that the form they take, the methods they used, and what they 

try to do, varies considerably according to the aims of the researcher”. 

 

Third, as stated by Lisl (2006), mixed method case studies have been used before 

to understand specific target groups. The specific target group, in this case, is the 

volunteer corps of Evangel. In addition, to the volunteers of Evangel, however, this 

study also involves non-volunteers at Evangel. The involvement of Evangel 

members who nevertheless have not volunteered at Evangel has augmented the 

analysis of the research results of the volunteers at Evangel. Studying both 

volunteers at Evangel and non-volunteers of Evangel is done to compare, to 

contrast, and to investigate if there are any differences between the two groups. 

 

According to the Resource Development International module (2012), a quantitative 

method “seeks to use some form of carefully selected statistical analysis to 

demonstrate the significance of the relationships discovered within the underlying 

data.” Qualitative data on the other hand “seeks to understand the opinions and the 

motivations of those people involved in the processes being researched”. Qualitative 

research uses “explorative techniques such as interviews, surveys, case studies, 

and other relatively personal techniques” (Salkind, 2012, p.213). According to 

Lancaster (2005, p.66) qualitative data is “data in the form of descriptive accounts of 

observations.” Easterby-Smith, Thorpe, and Jackson (2008, p.82) define qualitative 

data as one involving “collecting data that is mainly in the form of words”.  
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3.3 Research design 

3.3.1 The design 

Research design is the “plan and structure of the investigation used to obtain 

evidence to answer research questions” (McMillan & Schumacher, 1993, p. 31). 

This research used data from a questionnaire circulated to members and regular 

attendees of Evangel. The questionnaire was distributed to 200 people on the 

regular mailing list of the church. This list has both physical addresses and email 

addresses. The questionnaire circulated was the main source of the quantitative 

data for the study. 

 

After the results of the quantitative questionnaire were analysed, the data was then 

used as a basis for a qualitative inquiry with selected leaders of Evangel. One of the 

major reasons for using quantitative data as a basis for a qualitative research 

analysis was to provide a context in which the quantitative data could be both 

understood and analysed. As such, leaders of Evangel, as volunteer managers, 

were asked to comment upon the quantitative data gathered. Those comments are 

integrated within the “Research Findings” section of this study. 

3.3.2 The Questionnaire  

The nature of this study, and the mixed method approach adopted, make interviews, 

questionnaires, and surveys the most preferred method in data collection. Interviews 

are recognized to be one “of the most effective ways of collecting data” (Lancaster, 

2006, p.133). As stated by Arbnor & Bjerke (2009), interviews are further 

segregated into (1) personal interview, (2) telephone interview, (3) mail 

questionnaire, and (4) group questionnaire. The quantitative aspect of this study 

relied primarily on a questionnaire sent via email. The questionnaire was designed 

using the surveymonkey.com website. Participants were advised, through email, to 
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click the link to the surveymonkey.com where the questionnaire was hosted. 

Providing answers on the website ensured fast and efficient way to answer the 

questionnaire (Salkind, 2012). 

 

The questionnaire used in this study was adapted from Simmons’ (2011) study. 

Simmons’ (2011) questionnaire was particularly attractive for this study due to the 

similarities in the subject matter being studied -volunteers- and the aspect of 

volunteers being studied - motivation. Adapting Simmons’ (2011) questionnaire is 

justifiable because of the way it set out to collect information. It looked at four pieces 

of information: (1) information about the respondent, (2) information about their role, 

(3) information about their motivation, and (4) information about their future.  

 

The questionnaire comprised 30 questions for the part of the questionnaire directed 

at those who have volunteered for Evangel. Those who had not volunteered for 

Evangel were led to a different type of the questionnaire that had 29 questions. If 

one answered question 6 as “yes” and they were volunteers for Evangel, they were 

led to that type of the survey meant for Evangel volunteers. Those who answered 

“no” to question number 6 were led to the non-Evangel volunteer part of the survey. 

This was done automatically by use of the surveymonkey.com website. The 

Evangel-volunteer part of the questionnaire was made of five broad areas: 

1. First area: 5 questions gathered factual information about demographics of 

respondents to make it easy to construct the volunteer profile encompassing 

such areas as gender, age, family background, and religious background. 

2. Second area: 9 questions gathered information about the volunteer’s 

current role and their perception of management support. This involved 

questions about time commitment, job description, job satisfaction, training, 

and support and job recognition. 
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3. Third area: 5 questions collected information about the volunteer’s 

motivation. This is based upon the six factors derived from the VFI in the 

literature review.  

4. Fourth area: 4 questions, gathered information about the impact of legal 

and regulatory framework upon their desire or willingness to volunteer and to 

continue volunteering.  

5. Fifth area: 6 questions, gathered information about the future plans of the 

respondents and what issues could be addressed to increase or perhaps 

prolong their commitment to volunteer. 

3.3.3 The Pilot study 

A pilot study of the questionnaire was done. This pilot questionnaire was sent by 

email to ten individuals. These individuals, as suggested by Gill and Johnson (2010, 

p.144), should “have characteristics similar to those identifiable in the main sample 

to be surveyed”. Pilot studies are necessary so as to identify and correct any 

potential problems with the questionnaire. The goal of the pilot study was to find out 

what the ten thought about the questionnaire. Was it repetitive? Would they do it if 

they didn’t have to? Where questions clear? Was the length adequate?  

 

The feedback from the pilot survey helped to reword the questionnaire and to 

reduce the number of questions. It also helped to delete some questions that were 

repetitive. A question to do with “how much the respondent makes” was completely 

removed from the questionnaire. 

 

The final questionnaire was then sent by email to all the individuals on the email 

mailing list held by Evangel. The goal was to have these individuals click on the link 

and answer the questionnaire from www.surveymonkey.com. This website is easier 

to load and is convenient for the respondents. A follow-up email was sent to the 
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mailing list asking those that had not answered the questionnaire to do so. After this, 

the answers were then taken from surveymonkey.com and filtered by the statistical 

analysis from the website. After the statistical data was taken from the 

surveymonkey.com website, a qualitative survey was done by asking some Evangel 

departmental leaders at Evangel to comment on the data. These additional 

comments came as qualitative data and have been added to the findings of this 

study. 

3.4 Data sampling and strategy 

A sample is composed “of a subject of the elements or units of a population, ideally 

selected using the principles of random selection in which every element in the 

population has an equal chance of being selected” (Nardi, 2006, p. 4). Samples 

“should be selected from populations in such a way that you maximize the likelihood 

that the sample represents the population as much as possible”  (Salkind 2012, 

p.33).  

 

The members of Evangel are currently 60 but Sunday attendance varies from 60 to 

100. Its mailing list has over 200 members on it. The primary data sample was from 

attendees of Evangel and the leaders of Evangel. Since the attendees of Evangel 

from which the pool of volunteers for Evangel come from is both identified and 

relatively few in number, it was necessary to design a questionnaire that could 

capture both the volunteers and the non-volunteers from the list of church’s regular 

attendees.  

 

While the focus of this study was on volunteers of Evangel, those who identified 

themselves as non-volunteers at Evangel were given similar list of questions so as 

to compare and contrast their perceptions of volunteering with those of the group 

that identified themselves as volunteers. This is done not as a separate inquiring, 
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but rather as a way to compare the results with those of the Evangel volunteers who 

are the focus of the study.  

1. The analysis of the results from the non-Evangel volunteers is used only as 

a reference point, it is not the core population or purpose of this study. 

2. A differentiation was necessary so as to draw a contrast and be able to 

capture data from those who have indeed volunteered at Evangel. 

 

Specifically, then this research involves the analysis of the data taken from a sample 

of (1) Evangel Christian Assembly attendees who volunteer;  (2) Evangel Christian 

Assembly attendees who do not volunteer for Evangel Christian Assembly; and (3) 

the managers at Evangel Christian Assembly. The first and second groups are 

captured by the quantitative questionnaire. The third group is captured by both the 

quantitative and qualitative analysis. 

 

The managers of Evangel include the Lead Pastor, who is the spiritual leader of the 

church and also serves as its chief executive officer. The other managers captured 

for the purpose of qualitative analysis include volunteer leaders of various 

departments. 

3.5 Data collection and analysis 

3.5.1 Secondary Data  

This study has used secondary data, as it is useful to gather the basic knowledge 

and understanding of the concepts that have to do with motivation, management, 

and the legal and regulatory framework. An evaluation of these three concepts has 

been provided in the literature review of this study. All the other sections of this 

study have also used this secondary data as a basic framework of forming a 

conceptual foundation. This study made extensive use of the University of Wales 
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online library, journal articles and basic textbooks to comply with the requirements in 

the collection of secondary data. 

3.5.2 Primary Data  

This research’s primary data collection and technique included the study of 

elements specific to Evangel. The goal of this research was to move from secondary 

data and make it more contextual as applied in a primary setting of Evangel. The 

use of primary data is recommended here, as it would allow the research to get the 

data from both the volunteers and the management. Primary research through the 

use of a questionnaire was designed to identify: 

1. What motivates members and non-members of Evangel to volunteer; 

2. What they feel about support from their leaders (management);  

3. What issues could be addressed to increase or perhaps prolong their 

commitment to volunteer; and   

4. Ascertain the impact of the legal and regulatory framework on individual 

decision to volunteer or continue volunteering for Evangel.  

3.5.3 Data Collection techniques 

The analysis of the quantitative data was accomplished by using the tools provided 

on the www.surveymonkey.com software and website. First, surveymonkey.com 

was chosen for its relatively ease of use. Second, it is cheaper than some data 

analysis software on the market. Third, surveymonkey.com was chosen since it was 

the website that hosted the questionnaire used in the study. Fourth, the website 

made it easier to differentiate between respondents who volunteer at Evangel and 

those who do not volunteer at Evangel. Those who answered question 6, and 

identified themselves as volunteers at Evangel, were automatically led to the section 

of the questionnaire that had questions specific to Evangel. These were the main 

subjects of this study.  
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Those who answered question 6, in the negative were directed to a different section 

of the questionnaire that had questions not specific to Evangel. It was necessary to 

divide the two groups for comparison sake. And once the data was collected, the 

analysis was downloaded from the website. The website automatically created 

graphs. The data analysis, the graphs and findings are included in the research 

findings section of the study. 

 

After the collection and analysis of quantitative data as explained above, qualitative 

data was then collected and analysed. The analysis of qualitative data involves data 

that is “not amenable to numerical measure” (Lancaster, 2006, p.161). Qualitative 

data collected from the interviews, surveys and questionnaires was analysed 

through “content analysis”, which is an “attempt to quantify qualitative data by 

noting, for example, frequencies of events, words, actions and so on” (Lancaster, 

p.162). After data has been analysed, what follows in content analysis is that, 

themes and relationships are explained and categorized. It is at this level that a 

theory can be deduced for the attention of future study.  

 

In the context of this study, qualitative data was collected from five leaders of 

Evangel who commented on the quantitative data results. They commented on each 

of the answers on the quantitative questionnaire. As such, after the quantitative data 

was organised and analysed, five leaders at Evangel Calgary were selected and 

asked to comment on the results. This data was then organised and analysed in the 

manner explained above. The findings from both the qualitative and quantitative 

responses are summarised in the “Research Findings” section of this dissertation. 

The only graphs presented in this section are from the Evangel-volunteer parts of 

the questionnaire and not from the non-Evangel volunteer part. The results of the 

non-Evangel part however are part of the appendix.  
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3.6 Ethical considerations 

Conducting management research in general does raise important “ethical 

problems” (Lancaster 2005, p.31; Buchanan & Bryman, 2009). These ethical 

problems must be accounted for and appropriate measures taken to address them. 

This study addressed ethical issues by adhering to several principles primarily taken 

from the works of Easterby-Smith, Thorpe, & Jacksons (p.134, 2008) and Salkind 

(2012).  

 

This research safeguarded both participants and subjects of the research from 

“physical or psychological harm” (Salkind, 2012, p.85). As much as possible, the 

research protected the identity of participants. The research kept, anonymous, the 

respondents of the study.  

 

Participants in this study were not be coerced into participation. There was informed 

consent obtained from Evangel. The consent letter, whose sample is providing in 

the appendix, comprised at least some of the following elements:  

1. Purpose of the research,  

2. Who the researcher is,  

3. What the researcher is doing,  

4. Potential benefit of the research to the researcher and to the society,  

5. Assurance of confidence,  

6. Contact details of the researcher, and  

7. Results of the study and how they can be obtained (Salkind, 2012, p.87).  

3.7 Generalisability, Validity and Reliability,  

Validity and reliability are important elements of any study of this nature. Respected 

levels of reliability and validity are the hallmarks of a good research project (Salkind, 

2012). A major cornerstone of reliability is the idea that a study’s finding must be 

able to be repeatable. By following a clearly laid down procedure, any other 
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researcher should be able to repeat the procedure taken in coming to a conclusion 

in a study. A credible and reliable study must not be a one-off phenomenon. By 

explaining a clear path of the methodology used in this study, the researcher has 

ensured reliability.  

 

The questionnaire used in this study was tested by means of a pilot study. The pilot 

population had a look at the question to determine whether they made sense, and 

whether they really achieved what they claimed to achieve. Feedback received from 

these pilot respondents were incorporated into the questionnaire to ensure both 

reliability and validity.  

 

Reliability is concerned with whether this study is dependable. It has used a clear 

system explained in its methodology. It used a case study of one church 

organisation. The questionnaire can be repeated and was easy to understand. 

 

Validity goes to the heart of the entire study. It seeks to answer the question of 

whether a study meets all the requirements inherent in a research method. Validity 

has to do with the idea that the research tests “does what it is supposed to do”. 

These have to do with such concepts as sampling, population, and randomization. 

This study was not a strictly experimental study. It was a case study. Nevertheless 

this study adhered to principles of validity in that it followed rigorous principles 

enunciated in the research methodology. The target cases study was a verifiable 

organisation with a clear and identifiable volunteer base.  

 

Using qualitative data as the extra context in which to understand the quantitative 

one ensured validity. Additionally, this study started without making any 

assumptions about the data and let the data speak for itself by carrying out a 

survey.  
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Generalisability “is the ability to make accurate inferences and descriptions about a 

population from the sample statistics” (Nardi, 2006, p.4). This study has used clear 

objectives and a questionnaire that can be adapted by others in their study. The 

results coming from this study can be applied generally to the population of Evangel 

as a case study and then to other church organisations.  
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4. RESEARCH FINDINGS 

This section of the study focuses on discussing the findings of the research 

conducted. These findings involve predominantly the primary data as collected 

through both qualitative and quantitative means. The data findings here are grouped 

in subheadings tailored from the major aims of the research presented in Chapter 

One (Simmons, 2011). The groupings are as follows: 

1. Findings having to do with demographics.  

2. Findings about the role or roles the volunteer and perception of management 

support.  

3. Findings focused on what motivates volunteers.  

4. Findings to do with the volunteers’ perception of the “legal and regulatory” 

framework in the voluntary sector. 

5. Findings about the volunteers’ future and issues that could be addressed to 

increase or perhaps prolong their commitment.  

 

In presenting these findings, graphs from the non-evangel part of the questionnaire 

are not presented. The only graphs presented are from the main part of the 

questionnaire, which targeted Evangel volunteers. The results and data from the 

non-Evangel volunteer respondents are included in the appendix.  

4.1 Pilot questionnaire 

In designing the questionnaire, and in adapting the Simmons’ (2011) questionnaire 

to this study, it was important to conduct a pilot study of the questionnaire. Gill and 

Johnston (2010) state that the participants in the pilot study should as much as 

possible have similar characteristics as the main sample to be surveyed. As such 

the pilot questionnaire was sent by email to ten individuals.  
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Pilot studies are necessary so as to identify and correct any potential problems with 

the questionnaire. The goal of the pilot study was to find out what they thought 

about the questionnaire. Was it repetitive? Would they do it if they didn’t have to? 

Where questions clear? Was the length adequate?  Here are some of the comments 

gotten from the pilot respondents: 

 

• “Some of them (questions) seemed to be a bit repetitive too and maybe 

could be trimmed.” 

• “The demographic questions could be culturally sensitive (I especially felt the 

income one was intrusive).” 

• “I might put those demographic questions about income, age, relationship 

status at the end and put the volunteering questions first (for example, if I 

was a parishioner I might feel like if I indicated my income as being too high 

or being single, then I should have more means/time to volunteer and hence 

feel guilty/distort the answers regarding volunteering--or else lie about the 

demographic information)”. 

• “The questions look great, however, I am wondering what the objective is in 

asking for how much one makes?” 

• “I think you’d find that the demographic questions you ask on p.1 would be 

off-putting. People do not like filling in a questionnaire where they can be 

identified, and there are too many combinations, eg. Single & age bracket, 

that could identify the responder.”” 

• “It would be helpful to add “other” and a space for reply on, I think it is, p. 3. 

There’s one section with a gap on this option, and I think each of those 

questions might benefit from that. Often surveys don’t catch the option a 

person would really like to respond with, or they’d appreciate a chance to 

elaborate.” 

 

These responses were invaluable to the study and led to several changes. First, the 

questionnaire was cut from 40 plus questions to 30 questions. Second, the question 

to do with income level was removed.  Third, in keeping with the ethical obligations 

of confidentiality, all participants were assured that the study was strictly for 

academic purposes and personal information would not be collected. 
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4.2 Findings about Demographics 

This part of the survey was aimed at ascertaining some demographic information 

about the volunteers at Evangel. “An important step in writing up the result of a 

study is to describe in some detail who completed the surveys (the demographics) 

along with other general descriptions from the research” (Nardi 2006, p.7). This 

descriptive part of the survey had five questions asking about, (a) gender, (b) age, 

(c) level of education, (d) relationship status, and (e) a description of the 

respondent’s religious beliefs.  

4.2.1 Gender Distribution  

Objective: The gender part of the questionnaire was designed to establish any 

perceived gender bias among volunteers at Evangel.  

 

Figure 3: Gender distribution 

62.5% of the respondents were female. This collaborates information derived 

through the literature review that “women are more likely to volunteer for faith-based 

organisations than males are”. This trend is consistent with the general membership 

at Evangel, which attracts more women than men. 
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For those who have never volunteered at Evangel but do so elsewhere, only 31.8% 

of them were female. As such, of those who do not volunteer at Evangel but do so 

elsewhere, only 31.8% were female. It is likely that they might be volunteering in 

areas others than church, where more males volunteer than females. 

 

A leader who commented on these results remarked that this “trend is consistent 

with what I have seen in many other church organisations”.  

4.2.2 Age Distribution 

Objective: To identify the age group that is most likely to volunteer at Evangel and 

probe whether age offer a viable justification for recognizing possible volunteers.  

 

 

Figure 4: Age Distribution 

This survey identified a strong link between age and decisions to volunteer at 

Evangel. About 32.5% of respondents were aged between 55 and 64. Those aged 
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between 18 and 34 are 25% of Evangel volunteers. As such, most volunteers at 

Evangel   are over 35 years (75% are above 35 years old).  

 

For those respondents who have not volunteered at Evangel, the same appears to 

be the case. Over sixty-percent who have never volunteered at Evangel, but do so 

elsewhere, are above the age of 35.  

 

One of the leaders through a qualitative analysis and commentary stated on this 

trend stated that: “In order for Evangel to remain competitive, it must be able to 

attract younger volunteers. Nevertheless, this survey shows, perhaps, that those 

below 35 are most likely busy and cannot dedicate the time to volunteering”. 

 

The data also shows that a cross-reference between age and gender yields the fact 

that over 46.67% of male volunteers are aged between 55 to 64. Females have a 

more evenly distributed age pattern than their male counterparts. Generally, most 

male volunteers at Evangel are between 55 and 64. Leadership might need to look 

at how more younger males could be recruited and retained. 

 

Figure 5: Age and Gender figures 
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4.2.3 Education  

Objective: To help identify whether there is any correlation between the level of 

one’s education and the likelihood of volunteering. Does education help predict 

whether one becomes a volunteer?  

 

Figure 6: Education Level 

37.5% of volunteers at Evangel report to have a Bachelor’s degree or graduate 

degree. Evangel volunteers are made up of fairly educated people with over 90% of 

them having some college education or higher.  

 

In contrast, 59.1% percent of respondents, who have never volunteered at Evangel, 

but do so elsewhere, reported to have a bachelor’s degree or higher. The trend 

though is still consistent for both groups: the higher the education, the most likely it 

is to be a volunteer. 

 

The data shows that the likelihood to volunteer does rise with the rise in education. 

As observed by Clain & Zech (2008), “the most important factor influencing the 
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amount of time spent in church ministry relative to other non-market activities is 

educational attainment.”  

 

The leaders of Evangel interviewed over this data were quite surprised to note that 

Evangel Calgary’s volunteer base is quite educated. One leader remarked that this 

information was important to them, as they did not know this information before the 

survey. 

4.2.4 Marital Status 

Objective: Marital status is an important demographic since it would most likely 

show the stage of life where volunteers are. This question was designed to help 

identify any links between volunteering and marital status. 

 

Figure 7: Marital Status 

 

Sixty-five percent of Evangel volunteers reported to be married.  It seems there is 

correlation here between relationship status and the likelihood to volunteer. 

Demographically, therefore, the profile of a volunteer at Evangel is that they are 
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married and are above 35 years old. One leader remarked that marriage is an 

important determinant of the ability to volunteer at Evangel.  

 

Similar data is found among non-Evangel volunteers. 77.3% of them reported to be 

married, while 13.6 were single. 

4.2.5 Strength of religious belief 

Objective: The question on “strength” of religious belief was designed to help 

ascertain the link between strength of religious belief and decision to volunteer for a 

religious organisation such as Evangel. 

 

Figure 8: Religious belief 

With regard to “strength of religious belief”, there seems to be a correlation between 

the strength of religious belief with the likelihood of volunteering.  This is the case for 

both groups of people surveyed: those that have volunteered at Evangel and those 

who have not volunteered there but do so elsewhere.  
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Over 62% of Evangel volunteer respondents described the strength of their religious 

belief as “very strong”. Over 90% of respondents characterized the strength of their 

religious belief as either strong or very strong. It should be noted that no one 

described the strength of their religious belief as “not strong” and only 1 respondent 

(2.5%) stated it as “somewhat strong”.  

 

The data among non-Evangel volunteers is similar. 63.6% of non-Evangel 

volunteers reported that they were “very strong” and 18.2% stated that their religious 

belief was “strong”. 

4.3 Findings about roles and perception of management support  

This section and its accompanying list of questions collected information about the 

volunteers’ current role and their perception of management support. This included 

questions about time commitments, job description, job satisfaction, training, and 

support and job recognition. 

4.3.1 Number of volunteer roles 

Objective: Identify links between volunteer motivation and the number of tasks 

volunteers take on. 
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Figure 9: Number of Volunteer Roles 

Over seventy-percent of respondents have undertaken more than one role at 

Evangel. This supports the principle gleaned from the literature that people who 

volunteer usually take on more than one role. A bulk of the respondents at Evangel, 

at least 29.7%, has undertaken four or more roles.  

 

The question here must be whether those volunteering get saddled with more 

responsibilities after they have volunteered for the initial role. As such, and as 

remarked by a leader at Evangel, it is important to focus on raising the volunteer 

base of the church so as not to saddle the few that are volunteering with additional 

responsibilities. 

 

58.8% of non-Evangel volunteers reported to have 4 and above volunteer roles. 

What can explain this could be that they are involved in many activities out of 

church. It would have helped to find out how their volunteering at other 

organisations other than Evangel have impacted their decision not to volunteer at 

Evangel. An inference could be drawn though, that the non-volunteers might already 

be so occupied that they cannot find time to dedicate to Evangel. 



 -65- 

4.3.2 Length of time volunteering 

Objective: Establish how long volunteers have been volunteering at Evangel and its 

likely impact on volunteer motivation 

 

Figure 10: Length of Time Volunteering 

Only 18.9% have been volunteering for less than a year. Those who have been 

volunteering for between a year and two years are 32.4%. Fifty-percent of Evangel 

volunteers have been volunteering for more than 2 years, of these 29.7% has done 

so for over 5 years.  

 

The management at Evangel needs to look at ways of attracting new volunteers. It 

is clear that those who choose to volunteer do stay volunteering for a long time 

(29.7% did so for over 5 years), but what is needed is to find ways of getting new 

and more volunteers. 



 -66- 

4.3.3 Volunteering for other organisations 

Objective: Establish whether volunteers at Evangel have volunteered elsewhere as 

well. 

 

Figure 11: Volunteering for other organizations 

It was important to inquire into whether those who volunteered for Evangel   also did 

so for other organisations. Over 65% of Evangel volunteers also reported to have 

volunteered for other organisations. Only 33% stated that they do not volunteer for 

any other organisations.  

 

Those who volunteer for Evangel are more likely to volunteer for another 

organisation. Conversely, those who already volunteer for other organisations are 

likely to volunteer for Evangel   as well.  

4.3.4 Number of hours in volunteering 

Objective: Establish the time volunteers put in and how that impacts on their 

decision to volunteer and continue volunteering. 
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Figure 12: Number of hours in volunteering 

The hours spent volunteering at Evangel could have an impact on the decision to 

volunteer and to continue volunteering. Since, most of the volunteers at Evangel do 

volunteer at other organisations too, it is important to find out how many hours they 

dedicate to their volunteering role at Evangel. At least half of all volunteers (50%) 

put in an hour a week, another half put in 2 hours or more. Remarkably, at least 

14% of respondents volunteered for more than 3 hours a week. 

 

The time dedicated to volunteering could be impacted by other activities volunteers 

do. Since most volunteers at Evangel are married women over the age of 35 years 

old, they cannot be at the church for long periods of time. As such, an hour a week 

does seem to be a fair representation. 

 

Non-Evangel volunteers reported that the hours spent volunteering are as follows: 

those who volunteered for an hour, 35.3%. Those who do it for more than 3 hours 

are 35.3%. This shows that the same trend holds true for non-Evangel volunteers as 

well as Evangel volunteers. 
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The graph below shows the gender distribution of this question. More men (63.64%) 

volunteer for an hour more than women (43.48). Women typically volunteer for 

longer hours weekly at Evangel. 

 

Figure 13: Gender Distribution of hours in volunteering 

4.3.5 Have you agreed to volunteer for any minimum period of time? 

To find out if volunteer has made any formal time commitment to Evangel. 

 

Figure 14: Time Frame Commitment 

84.2% of respondents stated that they have no formal agreement in place with 

regard to their time commitment. As such, most of the volunteers at Evangel have 
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not made any formal time commitments about the minimum time they expect to 

continue volunteering. It is important to have an agreement of timeframe 

commitments so that Evangel management can know how to plan for recruitment 

and do succession planning.  

4.3.6 Areas of volunteering 

Objective: Identify general roles undertaken by volunteers 

 

Figure 15: Areas of Volunteering 

While volunteers are involved in multiple areas of volunteering, the question above 

shows what those areas are. Areas that volunteers choose to work in can give a 

good idea of how the volunteering experience, in general, at Evangel could best be 

improved.  

 

40% of them are involved in music, while 37.1% are involved in a ministry that has 

to do with children. Work with children attracts the most of governmental regulation. 
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It is also an important area that could impact on risk assessment for the organisation 

in terms of insurance. 

 

For Evangel volunteers, the following graphs illustrates the gender distribution of 

volunteer areas. 

 

Figure 16: Gender distribution of volunteering areas 

4.3.7 Management support and peer support for volunteers 

Objective: Identify the level of management support that Evangel gives to its 

volunteers 

 

Figure 17: Management support and peer support 
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Peer support can be an important issue in volunteer management. Close to 60% of 

volunteers stated that they do get support from “peers”. Only 24.3% of volunteers 

reported to have someone assigned by Evangel offering support. Management at 

Evangel could then strengthen and perhaps recognise the importance of teamwork 

and peer support.  

 

Peer support is also prominent among non-Evangel volunteers. 52.9% stated that 

they do get peer support for their volunteer role. 

4.3.8 Volunteer role expectations 

Objective: Identify the volunteers’ perception of expectations management set for 

them at Evangel. 

 

Figure 18: Were expectations realistic? 

Perception of expectations is a major determinant of motivation. As such, 

respondents were asked about their perceptions of the expectations set for their 

volunteer role. About 52.9% of the respondents noted the expectations were “quite 

realistic”. None of the respondents stated that the expectations were “not at all 
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realistic”. Evangel volunteers do believe that the expectations for their volunteering 

role are more positive than it is negative. 

 

Among non-Evangel volunteers, 22.2% of respondents stated that expectations 

were extremely realistic, 38.9% of respondents stated that it was “moderately 

realistic”. 

4.3.9 Management appreciation of Volunteers 

Objective: Identify the impact of appreciation on volunteer motivation 

 

Figure 19: Impact of appreciation on volunteering 

How a volunteer feels about whether they are appreciated or not, by their 

supervisor, does have an impact on volunteer motivation. On this question, about 

80% of respondents felt “quite appreciated” and “extremely appreciated” by the 

volunteer supervisors. None of the respondents stated that they are “not at all 

appreciated”. 

 



 -73- 

Non-Evangel volunteers do not seem to have the same numbers as the Evangel 

volunteers. Only 35.3% of these respondents stated that they felt “quite 

appreciated”. 

4.4 Findings about volunteers’ motivation 

Questions under this section collected information about the volunteer’s motivation. 

These questions are based upon the six factors derived from the VFI in the literature 

review. The data does support the principle that there are varied reasons why 

people choose to volunteer. The options used in the survey were adapted from the 

Volunteering Functions Inventory (VFI).  

4.4.1 What was the main reason you started to volunteer for Evangel? 

Objective: Identify what led the volunteers to initially start volunteering 

 

Figure 20: The Main Reason for Initial Decision to Volunteer 

45.5% of respondents stated that “personal growth” was the main reason why they 

chose to initially volunteer. It is not surprising that most respondents chose to take 
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the step to volunteer to find “personal growth”. Personal growth is even more 

significant since, as a church, Evangel emphasizes personal growth for people who 

serve others. About 27.3% of volunteers stated that they initially started to volunteer 

due to the “values I hold about volunteering”. Values are an important motive for 

volunteering as stated by Musick and Wilson (2008). 

 

For non-Evangel volunteers, it is 41.2% who reported that they initially made the 

decision to volunteer due to “values”. It is only 11.8% who stated “personal growth” 

as the main reason for initial decision to volunteer. This contrast is not really a 

significant difference. People choose to volunteer for different reasons (Musick, 

2008). 

 

The following chart concerns the gender distribution of reasons for volunteering 

among Evangel volunteers. For men both “values” and “personal growth” featured 

more prominently as reasons. More women (50%) chose “personal growth” as the 

motive. 

 

Figure 21: Gender distribution "volunteer motives" 
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4.4.2 Reasons for continuing to volunteer 

Objective: To compare and contrast with question 17 and track any changes in the 

reason to volunteer during the volunteer period. 

 

Figure 22: Current reasons for volunteering 

Reasons why people continued to volunteer also seemed to be as varied as the 

reasons provided for initially deciding to volunteer. For this reason, management 

must approach issues of volunteer motivation with the flexibility it needs, as there is 

no one-size-fits-all answer. “Personal growth”, which was chosen by 45.5% of 

respondents as the reason why they initially chose to volunteer, dropped to 26.7% 

when asked about why people chose to continue volunteering. The reason for 

initially choosing to volunteer changes somewhat along the volunteering cycle. 

Management must be responsive to this reality. 

 

For non-Evangel volunteers, change in the trend is also observed. What leads 

people to make initial decisions to volunteers do not necessarily keep them 



 -76- 

volunteering. They find other reasons for doing so. Motives change. For non-

Evangel volunteers, “values” as a motivation to volunteer drops from 41.2% to 35%, 

interestingly, “personal growth” as the motive for volunteering grows from about 

11% to 35.3%. Change in motives is evident here for both groups. 

4.4.3 How does your motivation compare to when you first started? 

Objective: Track and identify changes in motivation while volunteering 

 

Figure 23: Rate of motivation 

Only about 20% of volunteers graded their motivation as “lower” or “much lower” 

now compared to when they started to volunteer. For about 45.9% of volunteers 

their motivation for volunteering remained “the same”. This data shows a fairly high 

level of motivation among Evangel volunteers. Those whose motivation was higher 

and much higher are about 35%. 
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Among non-Evangel volunteers, motivation to volunteer was higher and much 

higher by over 60%. Only 16.7% of respondents stated that their motivation had 

remained the same.  

4.4.4 How much of an impact do you feel your work has had? 

Objective: Identify the volunteers’ perception of the impact of their volunteer work. 

 

Figure 24: Impact of volunteer work 

About 45.7 % of respondents rated the impact of their volunteer role to have had  “a 

moderate amount of impact”. Those who stated that their volunteer role had “a great 

deal of impact” 13.5% of the respondents, and 35.1% stated that their volunteer 

work had “a lot of impact”. Perception of impact of one’s work does have an effect of 

motivation. Very few reported “a little impact”. 

 

These trends are similar to the non-Evangel volunteers as well. 
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4.4.5 How meaningful was the volunteer work you did for Evangel? 

Objective: Identify volunteers’ perception of the meaningfulness of their volunteer 

work. 

 

Figure 25: Meaningfulness of volunteering 

Finding “meaning” is a powerful reason why some people choose to volunteer. 

54.1% of respondents stated that it was “very meaningful”. It was 24.3% of 

respondents who put it as “extremely meaningful”. It is remarkable that none of the 

respondents put “slightly meaningful” or “not at all meaningful” as their answer.  

4.5 Findings about perception of the regulatory framework  

This section gathered information about the impact of legal and regulatory 

framework upon their desire or willingness to volunteer and to continue volunteering. 

There is no doubt about the importance of knowing and complying with the legal and 

regulatory framework surrounding volunteer work in Canada. What is even more 

impacted by the changing regulatory framework has got to do with work with 

children. At risk mitigation level, it is important for any organisation to know what 

kind of risk they have and how they can be mitigated.  



 -79- 

 

A good job description or job guideline becomes an important ingredient to help 

individual volunteers and indeed organisations mitigate risk and comply with 

regulatory requirements. Additionally, a good job description or job guideline helps 

the volunteer to know exactly what is expected of them. If they know what is 

expected of them, they can far much more easily and more efficiently do their roles.  

4.5.1 Job descriptions or job guidelines 

Objective: Identify whether the volunteer has an idea of what is expected of them 

and whether Evangel has the idea of what it wants the volunteer to achieve 

 

Figure 26: Job description 

45.7% of volunteers reported to “not have job description or job guidelines of any 

kind”. Some 28.6% of volunteers reported to have had a job description or job 

guideline, which was “not written”. These percentages expose the organisation to 

enormous risk, and most importantly it makes it difficult to measure effectiveness. 
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These results were similar when compared to volunteer attendees who have not 

volunteered at Evangel (Non-Evangel volunteers). It is 44.4 percent of these 

respondents who stated that they “do not have a job description or job guideline for 

my work”. The trend cuts across the board, it seems most volunteers do not have 

any written job description or job guideline. This makes it difficult for management to 

assess and evaluate the work. 

4.5.2 Job descriptions and legal liability information 

Objective: To establish whether the legal and regulatory framework is part of the job 

description or guidelines 

 

Figure 27: Job Description and legal liability 

For those volunteers who had some kind of job description, 51.4% of them did not 

have any information about the legal liability for volunteers. Legal liability information 

for volunteers is important to help the organisation deal with the risk associated with 

its mission. While most volunteers at Evangel feel like they are motivated to 

continue serving at Evangel, their job descriptions on the other hand do not have 

any information about legal liability. 
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42.1% of non-Evangel volunteers reported that the job descriptions they have did in 

fact contain information about legal liability. The gap is huge between Evangel 

volunteers and non-Evangel volunteers on this question. Could it be that non-

Evangel volunteers do volunteer at organisations that are more sensitive to legal 

liability than does evangel? It most certainly appears so. Evangel will do well to 

adopt information about legal liability. 

4.5.3 Understanding of the legal and regulatory requirements for volunteers  

Objective: To identify whether the volunteers understand their legal and regulatory 

responsibility and whether Evangel has made that information available 

 

Figure 28: Understanding of Legal framework 

Close to half of the volunteers at Evangel do not “know or understand” the legal and 

regulatory requirements for volunteers at Evangel. This raises risks for the 

organisation and also could impact on how the organisation recruits future 

volunteers.  

 

Contrasted with non-Evangel volunteers, the percentage of those who stated “very 

well” and “somewhat well” reaches over 60%. More non-Evangel volunteers report 
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to know their legal liability more than their counterparts who volunteer at evangel. 

Here then could be an opportunity for knowledge transfer. The management of 

Evangel can facilitate a situation where the two groups share their experiences of 

volunteering, their motivation and the reality of the legal and regulatory framework.  

4.5.4 Understanding of legal liability as a volunteer and volunteer motivation 

Objective: Identify how a better understanding of the legal and regulatory framework 

would affect motivation 

 

Figure 29: Understanding legal liability and motivation 

Over half of the respondents answered not probably and no to the question of 

whether a better understanding of volunteer legal liability would help them to decide 

to volunteer for longer. 45.9% of respondents stated that “yes, definitely”, and “yes, 

most probably” to the question of whether a better understanding of volunteer legal 

liability would encourage them to volunteer for longer. From this data, it would be 

necessary to find out why a majority of respondents feel that understanding the legal 

liability would not make a huge difference in their decision to volunteer. 
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At least 37.8% of volunteers at Evangel do not believe that a better understanding of 

their legal liability would encourage them to volunteer longer. There are those who 

do not believe that understanding the legal liability would impact their decision and 

their motivation to volunteer.  

 

For an organisation seeking to reduce its risk and to cover its legal liability, Evangel   

must spend more time and resources in educating its volunteers about the 

importance of understanding risk, liability and mitigation of those risks. 

4.6 Findings on the future and how to increase commitment 

Questions under this section sought to gather information about the future plans of 

the respondents. 

4.6.1 Motivation to continue volunteering at Evangel 

Objective: Establish whether the volunteer is motivated to continue volunteering for 

Evangel. 

 

Figure 30: Volunteering a further year? 
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Over half of volunteers at Evangel stated that they would “most definitely” volunteer 

for a further year at Evangel. It is 26.5% who stated that they would “most probably” 

do so. At least 17% of respondents were not or probably not going to be 

volunteering for a further year. This data reveals that most of the volunteers are 

likely to continue for another year. However, the challenge for leaders at Evangel is 

to recruit new volunteers so that they grow their volunteer base. 

 

These trends are similar among non-Evangel volunteers as well. 

4.6.2 Would greater involvement of other volunteers encourage you to 

volunteer for longer? 

Objective: Identify if participation of more volunteers would impact on volunteers’ 

durability in volunteering 

 

Figure 31: Involvement of volunteers 

In spite of the over 50% of Evangel volunteers stating that they will volunteer for the 

next year, the data shows specific areas which could help them decide to volunteer 

for longer. Volunteers would decide to volunteer for longer or stay volunteering if 
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they get better support from Evangel pastors and leaders. This is the same with 

regard to involvement of other volunteers too.  

 

Only about 30% of volunteers do not really care about having other volunteers join 

in. For the 70%, they would be encouraged to volunteer for longer if there was 

greater involvement of other volunteers. This ties-in very well with the peer-support 

found elsewhere in the data. 

 

The data shows that respondents would be encouraged to volunteer for longer if 

there was greater involvement from other volunteers. 37.1% of respondents stated 

that they would “definitely” volunteer for longer if there were greater involvement of 

other volunteers. 28.6% of respondents stated that they would most “probably” 

volunteer longer. Since peers usually encourage volunteering, this question shows 

how involvement of others becomes motivating to other volunteers. 

 

Similar data is found from Evangel non-volunteers as well. 55.6% of Evangel non-

volunteers stated that the greater involvement of other volunteers would encourage 

them to volunteer longer for their organisations. 

4.6.3 Would better support from pastors and leaders encourage you to 

volunteer for longer? 

Objective: Establish whether decision or motivation to volunteer has any relationship 

with management support 
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Figure 32: Support from Evangel 

26.5% answered that “yes, most definitely.” 32.4 stated “yes, most probably” to the 

same question. It is remarkable that for 29.4% of respondents support from Evangel 

leaders would “not probably” encourage them to volunteer for longer. 

 

For Evangel non-volunteers, similar results ensue from the data. 52.9% of non-

Evangel volunteers stated they would be encouraged to volunteer with better 

support from the management of their respective organisations. The data 

establishes a clear link between management support and decisions to volunteer for 

longer. 

4.6.4 Would improvements to the role description encourage you to 

volunteer for longer? 

Objective: Identify the impact of a written job description on the volunteer’s 

motivation to volunteer 
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Figure 33: Impact of job description 

Improvements to the role descriptions are important to clarify tasks and help with 

evaluation. 36.1% of respondents and 30.6% respectively stated that they would 

“yes, definitely”, and “yes, most probably”, would be encouraged to volunteer longer 

if the role descriptions are improved. 

4.6.5 If you left your current role, how do you think your successor will feel 

about the role? 

Objective: Link current motivation with how the volunteer feels about its impact on a 

future volunteer 
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Figure 34: How successor would feel 

If respondents left their volunteer role how would their successors, feel about the 

role? 75.7% of respondents answered that their successors would feel “probably 

keen and enthusiastic” about the role. No one stated that his or her successors 

would not be “keen and enthusiastic”. 

4.6.6 How likely are you to continue volunteering at Evangel in the future? 

Objective: Identify if volunteers had the motivation to continue volunteering in the 

future 
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Figure 35: Likelihood of continued volunteering 

A majority of Evangel volunteers stated that they would quite likely continue to 

volunteer in future. 33.33% stated that they are extremely likely to continue to 

volunteer. There is a link here that Evangel volunteers are more likely than not, to 

continue volunteering. 

 

These trends are similar among Evangel non-volunteers. 
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5. RESEARCH CONCLUSION & RECOMMENDATIONS   

The aim of this study was to find ways that Evangel   can best motivate, recruit, 

attract, and retain volunteers. This object was augmented by the following 

objectives: 

1. Conduct a critical exploration of the theories of motivation and analyse their 

applicability to the voluntary sector. 

2. Identify what motivates Evangel members to give their time, money and 

resources to this FBO 

3. Determine how the leadership of Evangel can best support, motivate, attract 

and retain volunteers.  

4. Analyse the role that the changing regulatory and legal framework are 

playing in the attraction, recruitment and retention of Church volunteers. 

5. Provide practical suggestions and recommendations of how Evangel can 

best improve the quality its programs, volunteer participation and general 

church management. 

 

The literature review section of this dissertation met the first objective. The second 

objective, third objective and fourth objectives were accomplished by both the 

literature review and primary research. Results of the primary research are 

presented in the “Research Findings” section above. 

 

The findings of this study were divided into five general areas: (1) findings to do with 

demographics, (2) findings about the role or roles the volunteer currently undertake 

and what they feel about support from leaders, (3) findings focused on volunteers’ 

motivation, (4) findings to do with the volunteers’ perception of the “legal and 

regulatory” framework in the voluntary sector, and (5) findings about the volunteers’ 

future and how they can increase or perhaps prolong their commitment. 

 

From the data, Evangel seems to have a motivated congregation, but would do with 

some specific improvements to the leadership and the role descriptions.  
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5.1 Linking key findings to the literature for further action 

5.1.1 Demographics 

From the literature review it was found that, women are more likely to volunteer for a 

faith-based organisation than men are. This study has confirmed this finding. Both 

the membership structure of Evangel and the literature review confirm that most of 

the members of the church are women. That being the case, it should not be 

unusual to continue seeing more women volunteering. 

 

People older than 35 years old are more likely to volunteer than those younger than 

that. This can be attributed to both the membership age range of the church and the 

willingness of the people to volunteer. The challenge for management is to find 

ways of motivating those younger than the age of 35 years old. 

 

This study has affirmed the principle that the higher the education the more likely 

are people to volunteer. Education, therefore, does play a huge role in decision to 

volunteer. A leader of the church was quite surprised when commenting on the 

quantitative results, just how educated the volunteer corps at Evangel is. To find 

new volunteers, Evangel might need to focus on those with higher education. 

 

Marital status is important as far as Evangel is concerned. Most of the volunteers 

are married. This is consistent with findings from the literature review that marrieds 

are more likely to volunteer for a faith-based organisation. Keeping this mind, it 

would be important for Evangel to design volunteer hours in ways that are workable 

for married families. It would be good to keep most volunteers committed to at least 

an hour a week rather than giving them more volunteer hours. 
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5.1.2 Volunteer motivation is multi-faceted 

The literature does seem to suggest that rather than being one faceted, volunteer 

motivation is multi-faceted and people do volunteer for a number of different 

reasons. Some reasons are psychological while others are social. Reasons why a 

person chooses to volunteer sometimes differ from reason why someone stays on 

as volunteer. The data from the questionnaire does support this assertion. The 

challenge for management therefore, is to understand and appreciate that there is 

no one single reason or motive for volunteer engagement (Musick and Wilson, 

2008). 

 

Volunteer motivation is as diverse as the people who choose to volunteer. There is 

definitely no one reason why people choose to volunteer or why they stay 

volunteering. As such, it is incumbent upon leadership and managers to take 

various elements into account when designing a recruitment and retention program. 

McKee and McKee (2008) state that in the 21st century volunteer programming has 

got to be flexible (p.19). 

 

According to Lynch (1984), in order to design a meaningful volunteer training 

program, three important questions should be raised: 

1. What knowledge, skills, and abilities does a volunteer need to perform the 

assignment? Which of these requires further training and orientation? 

2. What kinds of skills does the program director or leader want this training 

session to produce? What are some manageable outcomes to be realized? 

3. What kinds of individual learning experiences can be produced in the training 

sessions that will give the volunteer the opportunity to practice and to 

develop those skills and perhaps reduce anxiety about the job? 
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5.1.3 Significance of religious beliefs on motivation 

There is a connection between the strength of religious beliefs and the decision to 

volunteer and continue volunteering in this study. This, as affirmed by Clain and 

Zech (2008), suggests that church ministry perceived as strengthening one’s 

spirituality is more likely to attract relatively greater time commitments from its 

volunteers. According to Wilson and Janoski (1995, p. 138), church members who 

are more active in their congregation are more likely to volunteer, as are individuals 

raised by religious parents. Moreover, individuals who volunteer for both secular and 

religious causes supply more volunteer time than those who only volunteer to 

religious organizations (Independent Sector, 2002). 

5.1.4 Targeting specific motives of volunteering 

For there to be successful management of volunteers, it is important for 

management to target specific motives in the recruitment, retention and motivation 

of volunteers (Clary et al., 1998; Clary, Snyder, Ridge, Miene, & Haugen, 1994). 

This does seem to agree with the Maslow’s theory of motivation in that people come 

to volunteering wanting to satisfy some needs, especially the upper level needs 

such as self-actualisation.  

 

Following on the VFI’s six factors for volunteering, management must be prepared 

to respond to volunteers in ways that maximizes and matches volunteer strength 

with their motives. For example, those volunteers motivated by the VFI Social factor, 

and career advancement could be recruited with materials that highlight people they 

might meet or the impact that volunteering might have on their future career 

prospects. 
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5.1.5 Managing changes through constant communication 

Frequently, the reason why someone got attracted to volunteering might not be the 

reason why they remain volunteering. That which may compel volunteers to enlist 

may not necessarily motivate them to continue doing so (Finklestein, 2008; Okun & 

Schultz, 2003; Starnes & Wymer, 2001). This reality, therefore, calls for good skills 

among volunteer managers to know how to keep communicating with volunteers so 

that they know what is motivating them at every step of the volunteering journey. As 

found by Fairley, Kellett, & Green (2007) understanding motives behind 

volunteerism can assist managers to better carter to the needs of volunteers by 

providing the benefits sought by volunteers. 

5.1.6 Bottom up leadership model 

Religious organisations have been described as too much reliant on the up-to-

bottom leadership model. It appears that the data does not seem to support this 

assertion. In the context of Evangel, it seems volunteers relied more on each other, 

than on leadership for support. They rated peer-to-peer support to be very high at 

Evangel and also reported high levels of motivation. While the study has not created 

any clear link between peer support and high levels of motivation, it is clear that 

most respondents reported high peer-to-peer support and also reported high 

motivation. 

5.1.7 Impact of the legal and regulatory framework  

While both the legal and the regulatory frameworks have great impact upon the 

operation of volunteer organisations, this study has not shown a strong correlation 

between these frameworks and the volunteers’ decision to volunteer or continue to 

volunteer. Volunteers do not regard the legal and regulatory frameworks as of any 

consequence to their motivation to volunteer.  
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That being the case, since the legal and regulatory frameworks still calls for due 

diligence on the part of any volunteer organisation, it is important for Evangel   to 

continue operating with an awareness of the impact of the legal and regulatory 

frameworks on the work of volunteers. As such, while the law does not necessary 

motivate or demotivate volunteers, organisations must be aware of the legal, 

regulatory and risk management implications of volunteering. Perhaps as a topic for 

future study, it is necessary to make a direct inquiry into whether motivation does or 

can correlate with a clear understanding of the legal and regulatory frameworks. 

5.1.8 The law and the risk of volunteering with Children  

A good number of volunteers work with children. This study did not find a correlation 

about the impact of legal and regulatory framework on volunteer motivation. 

However, roles that have to do with children attract the highest level of 

governmental regulation, need higher ethical obligations and have more exposure to 

legal liability. Risk assessment and a robust compliance with both government 

regulations and ethical obligations might help volunteers captured here. Evangel 

must also tailor its volunteer programs around compliance with both governmental 

regulations and ethical obligations as well. The challenge for Evangel will remain. 

How can it motivate more volunteers to work with children while at the same 

implementing a more robust risk assessment regime that is sensitive to the law? 

5.2 Recommendations 

5.2.1 Pastors and other volunteer leaders at Evangel should work towards 

strengthening of religious beliefs 

Most of the people surveyed stated that their religious beliefs were strong or very 

strong. The leaders of Evangel   should continue with programs that help strengthen 
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“religious beliefs”. Specifically, this ties in with the concept that most people with 

strong or very strong religious beliefs also volunteer the most or are likely to 

volunteer longer. 

5.2.2 Evangel managers should approach people directly when recruiting 

volunteers 

One thing that comes out of the data in this study is that there is a strong team or 

peer support perceived by volunteers. In fact, peer support does seem to be more 

prominent than management support. That being the case, Evangel leaders should 

aim to use this strength in the recruitment of new volunteers.  

 

They should try to ask those who are already volunteering to ask new members 

directly to join. As stated by Schlegelmilch (1989), “a charity wanting to improve and 

sharpen its recruitment drive is likely to be more successful in finding new 

volunteers if they approach people who are already involved in other types of group 

activities”. 

5.2.3 Management should work towards reducing the number of volunteer 

roles an individual can commit to 

Evangel   leaders should look at finding “new” volunteers to take on one or two 

volunteers, rather than burden those already volunteering with additional 

responsibilities. Currently, the few volunteers have to do more than one role. 

5.2.4 Management should adopt more “appreciation” and positive feedback 

to motivate more volunteers 

Evangel should form a deliberate system of providing feedback and positive 

reinforcements to volunteers. This should not just be done by the peers of the 

volunteers but by those in charge of the various programs involving volunteers. 
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Managers and leaders at Evangel are key in ensuring that positive reinforcements 

are provided to the volunteers at Evangel. As stated by Murk (1991), volunteers 

should be treated “in the same way as paid staff and reward them often and well.”  

5.2.5 Management should pay attention to volunteers who have been 

volunteering for two years and below to motivate them further 

Over half of respondents had been volunteering for less than 2 years. Evangel   

should pay attention to this demographic and come up with programs that could 

help them continue to volunteer. 

5.2.6 Management should write clear job descriptions and job guidelines for 

volunteering roles 

Evangel volunteers should be given job description or job guidelines that explain the 

scope of their involvement. A written job description or job guideline sets up the 

expectations that a volunteer is expected to meet. Additionally, these descriptions 

are necessary for legal and regulatory governance. 

5.2.7 Management should help volunteers understand their legal liability as 

volunteers  

Evangel should make a basic understanding of legal liability for volunteers an 

important aspect of volunteer recruitment and management. This is in the best 

interest of both the organisation and the concerned volunteers.  

5.2.8 Managers should encourage “testimonies” from volunteers about their 

past success 

It would be important for Evangel leaders to emphasize the story of past successes 

of volunteers. “Volunteer recruitment strategies should target potential volunteers’ 
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success likelihood perceptions, perhaps by providing information about actual 

participation or past successes” (Lindenmeier & Dietrich, 2011, p.407). 

5.2.9 Management should involve volunteers in crafting goals and strategies 

Clearly, Evangel volunteers seem to be committed to their role. Most of them stated 

that they would be volunteering another year. The management must continue to 

involve them in leadership nevertheless. Since most of them rated peer-to-peer very 

high, it means that they can most likely like direct involvement in goals and 

strategies. “People who participate in crafting the goals and strategies of their work 

are always more vested in the outcomes” (Ellis, 2012, p.23). 

5.2.10 Management should have exit-interviews for departing volunteers 

about any new ideas they might have about improving services at 

Evangel 

Evangel’s greatest strength from this study is that most volunteers do have a strong 

connection to other volunteers. There is strong peer support. Additionally, most of 

the volunteers feel like they will stay on as volunteers. However, for those that might 

not continue, it is important that Evangel management comes up with a program by 

which it could collect information about how it could improve. Feedback is important 

when trying to improve. 

5.3 Limitations of the study 

This study involved only one church and the respondents numbered about 40. While 

this number reflects over 70% of its current membership, it would be better to have 

done this study with a bigger sample. It would be a future recommendation to have 

this study done in a bigger organisation. 
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Another limitation of this study involves the fact that the study was mainly done by 

self-reporting strategy. For example, many respondents reported themselves as 

“spiritually strong”. This might indicate the existence of a desirable spiritual 

response. It is difficult to measure spiritual strength. 

 

Spirituality is difficult to measure. It was difficult to figure out how to measure this 

construct other than leave it to each respondent to rate himself or herself. In future 

studies, it would be necessary to break down this construct a little further and see 

how it can be linked to human motivation. 

5.4 Future action and research 

Human motivation has been a subject of much study in business. In fact, motivation 

can be studied from various perspectives. This study has focused on one non-profit 

organisation. Of particular interest in this study has been the impact of the law and 

regulatory framework on volunteer motivation. For future research, the following 

research directions are important. 

 

First, it would be interesting to see whether the same results could be obtained if 

this study was done at a wider level. For example, could it yield the same results if 

the sample was more expansive than the case study of one church organisation?  

 

Second, in future, it would be necessary to inquire into the levels of knowledge of 

legal and regulatory framework and workout how that impacts on volunteer 

motivation. Such a study would be more specific as to measure the knowledge of 

the legal and regulatory framework and how that directly impacts on volunteer 

motivation. 
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Third, studies need to be conducted that should measure the role if any that job 

characteristics play in the reason why people volunteer for faith based 

organisations. Are there job characteristics that make people want to volunteer more 

in faith-based organisations?  
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7. APPENDICES  

7.1 Ethical Approval Form 
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7.2 E-mail sent to mailing list  
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7.3 Another E-mail sent to respondents 
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7.4 Questionnaire objectives  

Queries Objectives 

1. What is your gender Ascertain any perceived gender bias among the volunteers at 
Evangel  Assembly 

2. What is your age 
Identify the age group that is most likely to volunteer and 
investigate whether age information offer a viable explanation 
for identifying potential volunteers  

3. What is the highest level 
of education you have 
completed 

Identify the level of education and its impact on volunteer 
motivation 

4. Which of the following best 
describes your current 
relationship status? 

Identify any links between volunteering and marital status 

5. What best describes the 
strength of your religious 
belief? 

Identify the link between strength of religious belief and 
decision to volunteer for a religious organisation such as 
Evangel  Assembly 

6. Have you ever volunteered at 
Evangel  Assembly, 
Calgary, Alberta, Canada? 

To separate volunteers into two: those that have volunteered 
at Evangel  Assembly and those who have not done so, but 
have volunteered elsewhere 

7. How many volunteering roles 
have you taken at Evangel? 

Identify links between volunteer motivation and the number of 
tasks volunteers takes on. 

8. About how long have you 
been volunteering for 
Evangel  Assembly 

Establish how long volunteers have been volunteering at 
Evangel and its likely impact on volunteer motivation 

9. Besides Evangel  Assembly, 
how many other 
organizations do you 
currently volunteer for? 

Establish whether volunteers at Evangel have volunteered 
elsewhere as well 

10. What best describes the 
areas in which you volunteer 
at Evangel? 

Identify general roles undertaken by volunteers 

11. In a typical week, about how 
many hours do you volunteer 
for Evangel  Assembly? 

Establish the time volunteers put in and how that impacts on 
their decision to volunteer and continue volunteering 

12. Do you have a job description 
or guidelines for the 
volunteer work you do? 

Identify whether the volunteer has an idea of what is expected 
of them and whether Evangel has the idea of what it wants the 
volunteer to achieve  

13. Have you agreed to volunteer 
at Evangel  Assembly for any 
minimum period of time? 

To find out if volunteer has made any formal time commitment 
to Evangel  Assembly 

14. Does the job description and 
guidelines have information 
about your legal liability as a 
volunteer? 

To establish whether the legal and regulatory framework is part 
of the job description or guidelines 

15. How well do you know or 
understand the legal and 
regulatory requirements for 
volunteers at Evangel? 

To identify whether the volunteers understand their legal and 
regulatory responsibility and whether Evangel  Assembly has 
made that information available 

16. Is there someone who offers 
you guidance and support in 
your volunteer role at 
Evangel? 

Identify the level of management support that Evangel gives to 
its volunteers 

17. What was the main reason 
you started to volunteer for 
Evangel  Assembly? 

Identify what led the volunteers to initially start volunteering 

18. What about currently? What 
is the main reason why you 
still volunteer? 

To track any changes in the reason to volunteer during the 
volunteer period 

19. How does your motivation 
compare to when you first 
started to volunteer for 
Evangel  Assembly? 

Track and identify changes in motivation while volunteering 

20. How realistic were the Identify the volunteers’ perception of expectations 
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expectations set for your 
volunteering role? 

management set for them at Evangel 

21. How much of an impact do 
you feel your volunteer work 
has had? 

Identify the volunteers’ perception of the impact of their 
volunteer work 

22. How appreciated did or does 
your volunteer ministry 
supervisor make you feel at 
Evangel? 

Identify the impact of appreciation on volunteer motivation 

23. How meaningful was the 
volunteer work you did for 
Evangel  Assembly? 

Identify volunteers’ perception of the meaningfulness of their 
volunteer work 

24. Will you be volunteering for a 
further year at Evangel? 

Establish whether the volunteer is motivated to continue 
volunteering for Evangel 

25. Would greater involvement of 
other volunteers encourage 
you to volunteer for longer? 

Identify if participation of more volunteers would impact on 
volunteers’ durability in volunteering 

26. Would better support from 
Evangel pastors and leaders 
encourage you to volunteer 
for longer? 

Establish whether decision or motivation to volunteer has any 
relationship with management support 

27. Would improvements to the 
role description encourage 
you to volunteer for longer? 

Identify the impact of a written job description on the 
volunteer’s motivation to volunteer 

28. Would a better 
understanding of your legal 
liability as a volunteer 
encourage you to volunteer 
longer? 

Identify how a better understanding of the legal and regulatory 
framework would affect motivation 

29. If you left your current 
volunteer role, how do you 
think your successor will feel 
about the role? 

Link current motivation with how the volunteer feels about its 
impact on a future volunteer 

30. How likely are you to continue 
volunteering at Evangel in the 
future? 

Identify if volunteers had the motivation to continue 
volunteering in the future 

  

7.5 Questionnaire, Questions & Responses – Volunteers at Evangel  

1. What is your gender? 

 

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Female 25 62.5% 25 

Male 15 37.5% 15 

Other (please specify) 0 

answered question 40 
skipped question 0 

2. What is your age? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada? 
 

Answer Options Yes Response Percent Response Count 
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18 to 24 4 10.0% 4 

25 to 34 6 15.0% 6 

35 to 44 8 20.0% 8 

45 to 54 5 12.5% 5 

55 to 64 13 32.5% 13 

65 to 74 4 10.0% 4 

75 or older 0 0.0% 0 

answered question 40 
skipped question 0 

     
3. What is the highest level of education you have completed? 

  

Have you ever volunteered 
at Evangel Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Less than high 
school education 1 2.5% 1 

High school diploma 
or equivalent 5 12.5% 5 

Some college but no 
degree 10 25.0% 10 

College diploma 9 22.5% 9 
Bachelor's or 
Graduate degree 

15 37.5% 15 

Other (please specify) 1 

answered question 40 
skipped question 0 

     
4. Which of the fol lowing best describes your current relationship status? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Married 26 65.0% 26 

Widowed 1 2.5% 1 

Divorced 5 12.5% 5 
In a domestic 
partnership or civil 
union 

0 0.0% 0 

Single, but 
cohabiting with a 
significant other 

0 0.0% 0 

Single 8 20.0% 8 

Other (please specify) 1 

answered question 40 
skipped question 0 

     
5. What best describes the strength of your rel igious belief? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Very strong 25 62.5% 25 
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Strong 14 35.0% 14 

Somewhat strong 1 2.5% 1 

Not strong 0 0.0% 0 

Other (please specify) 0 

answered question 40 
skipped question 0 

     
6. Have you ever volunteered at Evangel  Assembly, Calgary, Alberta, Canada? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Yes 40 100.0% 40 

No 0 0.0% 0 

answered question 40 
skipped question 0 

     
7. How many volunteering roles have you taken at Evangel? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

1 11 29.7% 11 

2 10 27.0% 10 

3 5 13.5% 5 

4 and above 11 29.7% 11 

answered question 37 
skipped question 3 

     
8. About how long have you been volunteering for Evangel  Assembly? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Less than a year 7 18.9% 7 

1 to 2 years 12 32.4% 12 

2 to 3 years 6 16.2% 6 

3 to 5 years 1 2.7% 1 

5 years and above 11 29.7% 11 

answered question 37 
skipped question 3 

     9. Besides Evangel  Assembly, how many other organizations do you currently volunteer 
for? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

None 13 33.3% 13 

1 21 53.8% 21 
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2 3 7.7% 3 

3 0 0.0% 0 

4 and more 2 5.1% 2 

answered question 39 
skipped question 1 

     
10. What best describes the areas in which you volunteer at Evangel? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Music 14 40.0% 14 

Children 13 37.1% 13 

Ushering 10 28.6% 10 

Leading a group 7 20.0% 7 
Board member and 
leadership 9 25.7% 9 

Cleaning and 
janitorial 9 25.7% 9 

Media and 
Computers 3 8.6% 3 

Youth 3 8.6% 3 

Other (please specify) 6 

answered question 35 
skipped question 5 

     
11. In a typical week, about how many hours do you volunteer for Evangel  Assembly? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

1 hour 17 50.0% 17 

2 hours 9 26.5% 9 

3 hours 3 8.8% 3 

more than 3 hours 5 14.7% 5 

answered question 34 
skipped question 6 

     
12. Do you have a job descript ion or guidelines for the volunteer work you do? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Yes, I do have a 
formally written job 
description or job 
guideline 

9 25.7% 9 

Yes, I do have a job 
description or job 
guideline but it is not 
written 

10 28.6% 10 

No, I don't have a 
job description or 
job guideline for my 

16 45.7% 16 
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volunteer work 

Other (please specify) 4 

answered question 35 
skipped question 5 

     
13. Have you agreed to volunteer at Evangel  Assembly for any minimum period of t ime? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Yes, for less than a 
year 

2 5.3% 2 

Yes, for 1 to 2 years 3 7.9% 3 
Yes, for more than 2 
years 1 2.6% 1 

No formal 
agreement in place 32 84.2% 32 

answered question 38 
skipped question 2 

     14. Does the job descript ion and guidelines have information about your legal l iabi l i ty as a 
volunteer? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Yes 6 16.2% 6 

No 19 51.4% 19 

N/A 12 32.4% 12 

Other (please specify) 0 

answered question 37 
skipped question 3 

     15. How well  do you know or understand the legal and regulatory requirements for 
volunteers at Evangel? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Very well 2 5.3% 2 

Somewhat well 17 44.7% 17 

Not well 11 28.9% 11 

Not very well 8 21.1% 8 

answered question 38 
skipped question 2 

     16. Is there someone who offers you guidance and support in your volunteer role at 
Evangel? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Yes, I do have 9 24.3% 9 
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someone assigned 
by Evangel 
Yes, I do get 
support from my 
peers 

22 59.5% 22 

No, I do not have 
support 6 16.2% 6 

Other (please specify) 3 

answered question 37 
skipped question 3 

     
17. What was the main reason you started to volunteer for Evangel  Assembly? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Values I hold about 
volunteering 9 27.3% 9 

To learn about 
people, places, 
skills and self 

4 12.1% 4 

Social reasons 3 9.1% 3 
Obtain career 
related benefits 1 3.0% 1 

Volunteering made 
you feel good about 
yourself 

1 3.0% 1 

Personal growth 15 45.5% 15 

Other (please specify) 11 

answered question 33 
skipped question 7 

     
18. What about currently? What is the main reason why you sti l l  volunteer? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Values I hold about 
volunteering 11 36.7% 11 

To learn about 
people, places, 
skills and yourself 

5 16.7% 5 

Social reasons 3 10.0% 3 
Obtain career 
related benefits 2 6.7% 2 

Volunteering made 
you feel good about 
yourself 

1 3.3% 1 

Personal growth 8 26.7% 8 

Other (please specify) 9 

answered question 30 
skipped question 10 

     19. How does your motivation compare to when you f irst started to volunteer for Evangel  
Assembly? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   
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Answer Options Yes Response Percent Response Count 

Much higher 3 8.1% 3 

Higher 10 27.0% 10 

The same 17 45.9% 17 

Lower 5 13.5% 5 

Much lower 2 5.4% 2 

answered question 37 
skipped question 3 

     
20. How realist ic were the expectations set for your volunteering role? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Extremely realistic 3 8.8% 3 

Quite realistic 18 52.9% 18 

Moderately realistic 11 32.4% 11 

Slightly realistic 2 5.9% 2 

Not at all realistic 0 0.0% 0 

answered question 34 
skipped question 6 

     
21. How much of an impact do you feel your volunteer work has had? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

A great deal of impa
ct 5 13.5% 5 

A lot of impact 13 35.1% 13 
A moderate amount 
of impact 17 45.9% 17 

A little impact 1 2.7% 1 

Not any impact at all 1 2.7% 1 

answered question 37 
skipped question 3 

     22. How appreciated did or does your volunteer ministry supervisor make you feel at 
Evangel? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Extremely 
appreciated 

6 16.7% 6 

Quite appreciated 24 66.7% 24 
Moderately 
appreciated 5 13.9% 5 

Slightly appreciated 1 2.8% 1 
Not at all 
appreciated 0 0.0% 0 

answered question 36 
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skipped question 4 

     
23. How meaningful was the volunteer work you did for Evangel  Assembly? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Extremely 
meaningful 

9 24.3% 9 

Very meaningful 20 54.1% 20 
Moderately 
meaningful 8 21.6% 8 

Slightly meaningful 0 0.0% 0 

Not at all meaningful 0 0.0% 0 

answered question 37 
skipped question 3 

     
24. Wil l  you be volunteering for a further year at Evangel? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Yes, most definitely 19 55.9% 19 

Yes, most probably 9 26.5% 9 

Probably not 2 5.9% 2 

No 4 11.8% 4 

Other (please specify) 3 

answered question 34 
skipped question 6 

     
25. Would greater involvement of other volunteers encourage you to volunteer for longer? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Yes, definitely 13 37.1% 13 

Yes, most probably 10 28.6% 10 

Not probably 10 28.6% 10 

No 2 5.7% 2 

Other (please specify) 2 

answered question 35 
skipped question 5 

     26. Would better support from Evangel pastors and leaders encourage you to volunteer for 
longer? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Yes, most definitely 9 26.5% 9 

Yes, most probably 11 32.4% 11 
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Not probably 10 29.4% 10 

No 4 11.8% 4 

Other (please specify) 1 

answered question 34 
skipped question 6 

     
27. Would improvements to the role descript ion encourage you to volunteer for longer? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Yes, definitely 13 36.1% 13 

Yes, most probably 11 30.6% 11 

Not probably 9 25.0% 9 

No 3 8.3% 3 

answered question 36 
skipped question 4 

     28. Would a better understanding of your legal l iabi l i ty as a volunteer encourage you to 
volunteer longer? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Yes, definitely 9 24.3% 9 

Yes, most probably 8 21.6% 8 

Not probably 14 37.8% 14 

No 6 16.2% 6 

Other (please specify) 0 

answered question 37 
skipped question 3 

     29. I f  you left  your current volunteer role, how do you think your successor wil l  feel about 
the role? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   

Answer Options Yes Response Percent Response Count 

Very Keen and 
Enthusiastic 3 8.1% 3 

Probably keen and 
enthusiastic 28 75.7% 28 

Probably not keen 
and enthusiastic 6 16.2% 6 

Not Keen and 
enthusiastic 0 0.0% 0 

answered question 37 
skipped question 3 

     
30. How l ikely are you to continue volunteering at Evangel  in the future? 

  

Have you ever volunteered 
at Evangel  Assembly, 

Calgary, Alberta, Canada?   
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Answer Options Yes Response Percent Response Count 

Extremely likely 12 33.3% 12 

Quite likely 15 41.7% 15 

Moderately likely 4 11.1% 4 

Slightly likely 3 8.3% 3 

Not at all likely 2 5.6% 2 

answered question 36 
skipped question 4 
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7.6 Questionnaire, Questions & Responses – Non-Evangel Volunteers  

1. What is your gender? 

Answer Options Response Percent Response 
Count 

Female 31.8% 7 

Male 68.2% 15 

Other (please specify) 1 

answered question 22 
skipped question 0 

    
2. What is your age? 

Answer Options Response Percent Response 
Count 

18 to 24 13.6% 3 

25 to 34 22.7% 5 

35 to 44 36.4% 8 

45 to 54 22.7% 5 

55 to 64 4.5% 1 

65 to 74 0.0% 0 

75 or older 0.0% 0 

answered question 22 
skipped question 0 

    
    
3. What is the highest level of education you have completed? 

Answer Options Response Percent Response 
Count 

Less than high school education 4.5% 1 
High school diploma or 
equivalent 9.1% 2 

Some college but no degree 9.1% 2 

College diploma 18.2% 4 

Bachelor's or Graduate degree 59.1% 13 

Other (please specify) 1 

answered question 22 
skipped question 0 

    
    
4. Which of the fol lowing best describes your current relationship status? 

Answer Options Response Percent Response 
Count 

Married 77.3% 17 

Widowed 0.0% 0 

Divorced 0.0% 0 
In a domestic partnership or civil 
union 9.1% 2 

Single, but cohabiting with a 
significant other 0.0% 0 

Single 13.6% 3 

Other (please specify) 0 
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answered question 22 
skipped question 0 

    
    
5. What best describes the strength of your rel igious belief? 

Answer Options Response Percent Response 
Count 

Very strong 63.6% 14 

Strong 18.2% 4 

Somewhat strong 9.1% 2 

Not strong 9.1% 2 

Other (please specify) 1 

answered question 22 
skipped question 0 

    
    6. Have you ever volunteered at Evangel  Assembly, Calgary, Alberta, 
Canada? 

Answer Options Response Percent Response 
Count 

Yes 0.0% 0 

No 100.0% 22 

answered question 22 
skipped question 0 

    
    
31. How many volunteering roles have you taken in the last f ive years? 

Answer Options Response Percent Response 
Count 

1 11.8% 2 

2 11.8% 2 

3 17.6% 3 

4 and above 58.8% 10 

Other (please specify) 3 

answered question 17 
skipped question 5 

    
    32. What best describes the organizations at which you have volunteered in 
the last 5 years? 

Answer Options Response Percent Response 
Count 

Church or religious organization 57.1% 8 

Hospital 7.1% 1 

Business organization 14.3% 2 

Sports and recreation 21.4% 3 

Other (please specify) 6 

answered question 14 
skipped question 8 

    
    33. In a typical week, about how many hours do you volunteer for any 
organization? 
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Answer Options Response Percent 
Response 

Count 

1 hour 35.3% 6 

2 hours 17.6% 3 

3 hours 11.8% 2 

more than 3 hours 35.3% 6 

Other (please specify) 2 

answered question 17 
skipped question 5 

    
    34. Do you have a job descript ion or guidelines for the volunteer work you 
do? 

Answer Options Response Percent Response 
Count 

Yes, I do have a formally written 
job description or job guideline 27.8% 5 

Yes, I do have a job description 
or job guideline but it is not 
written 

27.8% 5 

No, I don't have a job description 
or job guideline for my work 44.4% 8 

Other (please specify) 1 

answered question 18 
skipped question 4 

    
    35. Does the job descript ion and guidelines have information about your 
legal l iabi l i ty as a volunteer? 

Answer Options Response Percent Response 
Count 

Yes 42.1% 8 

No 31.6% 6 

N/A 26.3% 5 

Other (please specify) 1 

answered question 19 
skipped question 3 

    
    36. How well  do you know or understand the legal and regulatory 
requirements for volunteers at your organization? 

Answer Options Response Percent Response 
Count 

Very well 26.3% 5 

Somewhat well 36.8% 7 

Not well 21.1% 4 

Not very well 15.8% 3 

answered question 19 
skipped question 3 

    
    37. Is there someone who offers you guidance and support in your volunteer 
role? 

Answer Options Response Percent Response 
Count 

Yes, I do have someone 11.8% 2 
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assigned by my organization 
Yes, I do get support from my 
peers 52.9% 9 

No, I do not have support 35.3% 6 

Other (please specify) 3 

answered question 17 
skipped question 5 

    
    38. Is your volunteer role recognised by managers or supervisors  as 
important? 

Answer Options Response Percent Response 
Count 

Yes 94.1% 16 

No 5.9% 1 

Other (please specify) 2 

answered question 17 
skipped question 5 

    
    
39. What was the main reason you started to volunteer for your organization? 

Answer Options Response Percent Response 
Count 

Values I hold about volunteering 41.2% 7 
To learn about people, places, 
skills and self 29.4% 5 

Social reasons 5.9% 1 

Obtain career related benefits 5.9% 1 
Volunteering made you feel 
good about yourself 5.9% 1 

Personal growth 11.8% 2 

Other (please specify) 3 

answered question 17 
skipped question 5 

    
    
40. What about currently? What is the main reason why you sti l l  volunteer? 

Answer Options Response Percent Response 
Count 

Values I hold about volunteering 35.3% 6 
To learn about people, places, 
skills and yourself 23.5% 4 

Social reasons 5.9% 1 

Obtain career related benefits 0.0% 0 
Volunteering made you feel 
good about yourself 0.0% 0 

Personal growth 35.3% 6 

Other (please specify) 5 

answered question 17 
skipped question 5 

    
    41. How does your current motivation compare to when you started to 
volunteer ? 
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Answer Options Response Percent 
Response 

Count 

Much higher 22.2% 4 

Higher 38.9% 7 

The same 16.7% 3 

Lower 16.7% 3 

Much lower 5.6% 1 

answered question 18 
skipped question 4 

    
    
42. How realist ic were the expectations set for your volunteering role? 

Answer Options Response Percent Response 
Count 

Extremely realistic 22.2% 4 

Quite realistic 33.3% 6 

Moderately realistic 38.9% 7 

Slightly realistic 5.6% 1 

Not at all realistic 0.0% 0 

answered question 18 
skipped question 4 

    
    
43. How much of an impact do you feel your volunteer work had? 

Answer Options Response Percent Response 
Count 

A great deal of impact 22.2% 4 

A lot of impact 33.3% 6 

A moderate amount of impact 38.9% 7 

A little impact 0.0% 0 

Not any impact at all 5.6% 1 

answered question 18 
skipped question 4 

    
    
44. How appreciated did or does your volunteer supervisor make you feel? 

Answer Options Response Percent Response 
Count 

Extremely appreciated 23.5% 4 

Quite appreciated 35.3% 6 

Moderately appreciated 41.2% 7 

Slightly appreciated 0.0% 0 

Not at all appreciated 0.0% 0 

answered question 17 
skipped question 5 

    
    45. How meaningful to you was the volunteer work you did for your 
organization? 

Answer Options Response Percent Response 
Count 

Extremely meaningful 29.4% 5 
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Very meaningful 64.7% 11 

Moderately meaningful 5.9% 1 

Slightly meaningful 0.0% 0 

Not at all meaningful 0.0% 0 

answered question 17 
skipped question 5 

    
    
46. Wil l  you be volunteering for a further year at your organisation? 

Answer Options Response Percent Response 
Count 

Yes, most definitely 52.9% 9 

Yes, most probably 23.5% 4 

Probably not 17.6% 3 

No 5.9% 1 

Other (please specify) 2 

answered question 17 
skipped question 5 

    
    47. Would greater involvement of other volunteers encourage you to 
volunteer for longer? 

Answer Options Response Percent Response 
Count 

Yes, definitely 55.6% 10 

Yes, most probably 27.8% 5 

Not probably 16.7% 3 

No 0.0% 0 

Other (please specify) 1 

answered question 18 
skipped question 4 

    
    48. Would better support from managers and supervisors at your organization 
encourage you to volunteer for longer? 

Answer Options Response Percent Response 
Count 

Yes, most definitely 52.9% 9 

Yes, most probably 47.1% 8 

Not probably 0.0% 0 

No 0.0% 0 

Other (please specify) 1 

answered question 17 
skipped question 5 

    
    49. Would improvements to the role descript ion encourage you to volunteer 
for longer? 

Answer Options Response Percent Response 
Count 

Yes, definitely 33.3% 6 

Yes, most probably 33.3% 6 

Not probably 27.8% 5 

No 5.6% 1 

answered question 18 
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skipped question 4 

    
    50. Would a better understanding of your legal l iabi l i ty as a volunteer 
encourage you to volunteer longer? 

Answer Options Response Percent Response 
Count 

Yes, definitely 35.3% 6 

Yes, most probably 41.2% 7 

Not probably 23.5% 4 

No 0.0% 0 

Other (please specify) 2 

answered question 17 
skipped question 5 

    
    51. I f  you left  your current volunteer role, how do you think your successor 
wil l  feel about the role? 

Answer Options Response Percent Response 
Count 

Very Keen and Enthusiastic 12.5% 2 

Probably keen and enthusiastic 62.5% 10 
Probably not keen and 
enthusiastic 25.0% 4 

Not Keen and enthusiastic 0.0% 0 

answered question 16 
skipped question 6 

    
    52. How l ikely are you to continue volunteering at your organization in the 
future? 

Answer Options Response Percent Response 
Count 

Extremely likely 27.8% 5 

Quite likely 38.9% 7 

Moderately likely 27.8% 5 

Slightly likely 5.6% 1 

Not at all likely 0.0% 0 

answered question 18 
skipped question 4 

 

 


