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ABSTRAKT

BOHUSOVA, Simona: Motivation of Volunteers focused on the Development in
Third Countries [Diploma thesis]. — Mendel University in Brno. Faculty of
Regional development and International studies; Department of Languages - Thesis
supervisor: Mgr. et Mgr. Miroslav Horak, Ph.D. Degree of professional
qualification: Master. Brno: FRRMS Mendelu, 2016.

This diploma thesis is dealing with the topic of motivation of Czech
volunteers focused on the development of Third World countries. The main aim of
this thesis is to answer two research questions: ,,What are the motivating factors of
volunteers for joining a volunteer program in these countries? “and ,,What
motivates volunteers to choose concrete country to volunteer into?* Theoretical part
of this paper works with various theoretical concepts of motivation which are

further described and analyzed.

Functional approach to motivation of volunteers is the main concept used to
analyze the factors that motivate volunteers the most to participate in volunteering
activities focused on development in Third World countries and also factors that
work as primary motivation when selecting a specific country. To identify these
factors online survey was conducted. Results of the survey were elaborated within
the practical part of the thesis. For the assessment of acquired data collected via
online survey were concretely used a VVolunteer Functions Inventory developed by
Clary and Snyder. Given the fact that the thesis is based on quantitative research, it
is trying to catch variety of phenomenon connected with motivation of Czech
volunteers who already have previous experience with volunteering activities in
Third World countries as well as those who are interested in engaging in similar
projects in the future. Evaluated data are further used for formulation of specific

recommendations for future practice in this area.

Key words: volunteering, development, motivation, Third world



ABSTRAKT

Diplomova praca sa zaobera témou motivacie Ceskych dobrovolnikov so
zameranim na rozvoj krajin treticho sveta. Hlavnym cielom tejto prace je
odpovedat na dve vyskumné otazky: "Aké si motivacné faktory dobrovolnikov pre
zapojeniu sa do dobrovolnickeho programu v tychto krajinach?* a " Co motivuje
dobrovol'nikov pri vybere konkrétnej krajiny?" Teoreticka Cast’ prace pracuje s

roznymi teoretickymi konceptami motivacie, ktoré su d’alej opisané a analyzované.

Funk¢ény pristup k motivacii dobrovol'nikov je hlavnym kocpetom, ktory je
pouzity pri analyze faktorov, ktoré motivuji dobrovolnikov k tucasti na
dobrovolnickych aktivitaich zameranych na rozvoj v krajinach tretieho sveta, ako
aj faktorov, ktoré¢ sluzia ako primarny zdroj motivacie pri vybere konkrétnej
krajiny. Pre identifikaciu tychto faktorov bol uskutocneny on-line prieskum.
Vysledky prieskumu boli spracované v ramci praktickej casti prace Pre
vyhodnotenie tdajov ziskanych prostrednictvom on-line prieskumu bol pouzity
Inventar dobrovol'nickych funkcii, ktory vyvinuli Clary a Snyder. Vzhl'adom na
skutocnost, Ze praca je zaloZena na kvantitativnom vyskume, snazi sa zachytit
rozne fenomény spojené s motivaciou Ceskych dobrovolnikov, ktori uz maji
predchéadzajice skusenosti s dobrovol'nickou ¢innostou v krajinach tretieho sveta,
ako aj zdujemcov o podobné projekty v budicnosti. Hodnotené udaje st dalej

pouzité¢ pri formulacii konkrétnych odporacani pre buducu prax v tejto oblasti.

Kraéové slova: dobrovol'nictvo, rozvoj, motivécia, Treti svet
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1. Introduction

’

“The best way to find yourself'is to lose yourself in the service of others.’
Mahatma Gandhi

The phenomenon of volunteerism draws attention in last decades. Doing
something with no expectation for a reward is still unimaginable for some people.
But there are more and more people that are willing to get involved in volunteering
activities, spending their free time in more active and meaningful way. But together
with this trend also arises the question: “What motivates volunteers to take a part

in volunteering actions?”

The motivation of people to volunteer has fascinated researchers and those
who are working alongside volunteers for a long time. This topic has become the
recurring theme preoccupying much of the literature on volunteering. It is necessary
to understand the underlying motivational drives of those who volunteer in general,
even more for the organizations which directly work with volunteers, to help them

in attracting, placing and retaining of volunteers. (Esmond & col., 2004)

This thesis is focused more specifically on the topic of international
volunteering motivation, with emphasis on Third World countries. It aims to
identify the factors that motivate volunteers to be a part of volunteering actions
focused on a development in Third World countries. Other very important part is to

understand according to which factors volunteers choose the country of their stay.

Thesis is divided into 2 main parts, theoretical and practical. Theoretical part
mostly consists of literature review, divided further into smaller sections. Fist
chapter is focused on term volunteering itself. It discusses topics as: who is a
volunteer, types of volunteers, history of volunteering, impact of volunteerism and

also International volunteering.

Second chapter deals with the motivation. It discuss motivation and its
types, theories of motivation and more specifically motivation to be a volunteer.
The last part of this chapter is dedicated to the motivation of volunteers. These
background information are crucial for better understanding of this topic and further

research.



Second part of the thesis is focused on practical research. In this part the
results of online questionnaire survey with focused on motivation of volunteers in
Third World countries are further analyzed and presented. The objective of the
research and methodology of it are presented within the first part of this chapter.
Research method is described in the second part, followed by the form of
questionnaire. Survey respondents are identified and described within next part and
last parts of this chapter are dedicated to interpretation of findings, their summary
and further discussion. Within this part, recommendations for future practice of

international organizations involved in volunteering activities are formulated.



2. Volunteerism

In these days, there are many opportunities for becoming a volunteer. VVolunteerism
get more popular in recet years, young people are more concerned about the needs
of others and they are also willing to sacrifice their free time to help those less
fortunate. But what it actually means to be a volunteer and in which concrete areas
can young people apply as volunteers? Those are the questions that will be

discussed within the first chapter.

2.1. Characteristics of volunteerism

Even if volunteerism as a phenomenon have been developed in ancient times, the
scientific interest begun in 19" century, when A. Comte created the concept of
altruism. This concept was supposed to serve as an explanation for selfless social
human behavior. Even after that the meaning of volunteerism as an honorable action
have been underestimated for a long time, mostly because it was considered to be
just an unimportant way of spending person’s free time. (MI¢ak, Zaskodna, 2013)

In recent years, in most countries the definition of volunteerism is based on
three characteristics, which were created by the working group of experts
representing volunteering in all regions of the world. The meeting that was
organized by The United Nations VVolunteers organization took place on 29th and
30th November 1999 in New York.

The key characteristics of volunteerism according to their definition are:

¢ Volunteering is an activity that is not carried out for the primary financial
benefit, although volunteer activities may include compensation of the costs
associated with the performance or taken payment;

e Volunteer activities are carried out voluntarily, based on individual and free
will, although even if those include various school activities of community
services, which sometimes ask students to participate in voluntary activities;

e Volunteer activities generate benefit for other people or are beneficial for
society in general, while it is agreed that volunteerism, as an action, also
brings significant benefit for the volunteer. (Brozmanova-Gregorova A.et
al., 2009)
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In other words, volunteering is a helping action taken by an individual who
values it, but it is not conducted in purpose of material gain, neither mandated nor
forced by others. (Van Til, 1988)

In many respects, it can be said that working alone and working together,
people take actions to benefit other people, social movements, and society at large-
scale. That is also the reason why many people devote substantial amounts of time
and energy helping as volunteers in countries around the world every year. (Snyder,
Omoto, 2008)

When we are talking about volunteering, it can be said that volunteering is
primarily connected with non-governmental (non-state), non-profit organizations,
sometimes also referred to as being voluntary. They work to a lesser extent in
companies (e.g. hospitals, schools) and public-administration organizations
(municipalities, state-funded organizations, such as museums, youth centers,

retirement homes, etc.). (Pospisilova, 2011)

But who are the people that take part in these actions and why are they

willing participate in these actions at the expanse of their free time?

2.2. Who is a volunteer?

According to Tosner and Sozanska (2006), volunteer is ,,a person, who provides
his/her time, energy, knowledge and abilities in favor of the others or society,

without claiming any kind of financial compensation®.

There is also a more comprehensive definition. Somrova and Klégrova
(2006) say that volunteer is a person, who is confident enough to believe that he or
she can change the things he is not satisfied with. It is the man who decides to do
that one simple, but important step to join the activities, which are inadequately
provided by state institutions. Someone who does not hesitate to sacrifice his or
hers free time to fulfill the empty time of the others (e.g. children or patients), or to

hedge the activity that would not be organized.

According to the Czech law No. 198/2002 Coll. a volunteer is an individual
over 15 years old, in case of the performance of volunteer services in the Czech

Republic and over 18 years in case of the performance of volunteer services abroad,
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who freely decides to provide volunteer services based on his or hers characteristics,

knowledge and skills.

2.2.1. Types of volunteers

There are more ways how to divide odd categories of volunteers:

According to time aspect, volunteers can be divided into two groups: long-

term and short-term volunteers.

Characteristics of long-term volunteers are:

Devotion to organization or client (there is a visible personal input
in their work)

Long-term volunteers use to adjust their work and free time to the
needs of the organization. They are willing to do any kind of
volunteer work even if it is not that interesting and it does not provide
them any kind of financial provision. VVolunteerism is their life drive
in particular part of their life.

Their motivation is to achieve the goals of the organization

Characteristics of short-term volunteers are:

general but not too deep interest in the organization or client

they do not see the organization or the volunteer activities as the
main motive of their life

they usually tend to ask for a clearly defined tasks that can be done
within a short time period

in contrast to long-term volunteers, the main motivation of short-
term volunteers is to achieve personal success (Mydlikova et al.,
2007)

According to MatouSek (2003), there are 5 groups of people that are

becoming volunteers most often:

e students, especially those who want to work in socially focused professions

¢ unemployed people, who want to be useful

e women on maternity leave who do not want to get back to work yet, but

they also want to be socially fulfilled
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e retired people, who does not feel useful at home
e people who consider their work one-sided and they miss the contact with

other people.

As Sormova and Kréglova (2006) claim, in Czech Republic, mostly young
people, students of high schools and universities, are those who are willing to
become volunteers and to participate in volunteering actions. The second biggest
group are women between 50-60 years. This phenomenon can be explained and
reasoned by the amount of free time which these two groups have. Students, as well
as women whose children already left home, or women who recently retired, mostly
have enough free time and they are often looking for a meaningful activity to fill it.
That is why they often start to work as volunteers and in case of students, this can
be also driven by their effort to gain some experience and in case of women in this

age group, of an empty nest syndrome.

What are the areas in which can all these groups of volunteers take part in

within the volunteering activities?

2.3. Areas of volunteerism

There are many areas in which volunteers may be involved. Here is the
diversification according to National center for youth (2015), and
dobrovolnictvo.sk (2014)

e Healthcare and social services - in terms of assistance to persons with
disabilities, the elderly people or drug addicts or children from orphanages
or otherwise disadvantaged, etc.

e Culture - e.g. helping in process of reconstruction of old buildings, chateau
or church, or even organizing festivals or other types of events.

e Sport — assistance and involvement in a variety of physically oriented
activities and events, in which a volunteer can work as a leader, for example,
within the organization of free time activities, as an instructor or trainer in
wide variety of sports, be a tutor, or even a leader of summer camp.

e Work with children and Youth — in this case, there are many

opportunities, such as free time activities with children etc.
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2.4,

Education — within this field, volunteers can be involved in educational
processes that are focused on children or even help to organize courses for
adults

Ecology - volunteers can be involved in events like, for example, the
restoration of the forest, as well as action focused on the preservation of the
purity of countries and cities.

International volunteering and development cooperation — within these
program volunteers can be involved in wide range of activities, from
humanitarian help to land preservation etc.

Humanitarian volunteering — within this category, volunteers are
involved where the help is mostly most needed. They can join projects
worldwide, showing their solidarity with those less fortunate, or helping by
catastrophic events, like natural disasters.

Corporate volunteering - widespread and popular in Western countries.
This is eg. a one-time event, when staff at one day in a year are going to
help to selected nonprofit organization.

Virtual volunteering — this is actually one of the newest types of
volunteering. Online volunteering allows organizations and also volunteers
to team up to address sustainable development challenges — anywhere in the
world, from any device. Online volunteering is fast, easy — and most of all,

it is really effective.

Benefits of volunteering

As Canadian Centre for Philanthropy (2004) claims, volunteering is not an action

that is beneficial only for volunteers themselves. Also other individuals,

organizations and after all the whole society derive benefits from voluntary

activities.

According to the organization Volunteer Now (2011), there are four key

stakeholder groups to which volunteering can make a difference to. These are:

volunteers, organizations, beneficiaries and the wider community.

In case of volunteers, it is mostly about the development of skills or

qualities, such as self-confidence that results from volunteering. On the other hand,
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there is also a growing body of evidence showing volunteering as a useful way of
maintaining social networks and benefiting the health of older people. (Volunteer
Now, 2011)

Percentage Who Reported Gaining Skills
from Volunteer Activities

100%
/S % of Volunteers
79%
63%
83%
57%
50% 45%
33%
0%
Interpersonal Communication  Increased Managerial Fundraising Technical or
Skills Skills Knowiedge Skills Skils Office Skills

Figure 1: Percentage of volunteers who reported gaining skills from Volunteer Activities (Source:
NSGVP, 2004)

According to the survey that took place in the year of 2000 conducted by
Canadian Centre for Philanthropy, 79% of volunteers (as is shown in Figure 1) said
that their volunteer activities helped them with their interpersonal skills, such as
understanding people better, motivating others, and dealing with difficult situations.
Also 68% of volunteers claim that volunteering helped them to develop better
communication skills and 63% of them also reported increased knowledge about
issues related to their volunteering area. The number of volunteers, who reported
some sort of gaining skills as a result of volunteering increased steadily with the
number of hours they contributed to volunteering activities. For example, 78% of
volunteers, who were working more than 188 hours or more, reported gaining
communication skills, compared to just 52% of those who contributed 19 hours or
less. Patterns like these can be also seen within other skills. Approximately 28% of
unemployed volunteers and also 16% of employed volunteers said that their
participation in volunteering activities had helped them obtain a job in the past and
62% of unemployed volunteers believed that it would help them to find a job in the
future. (NSGVP, 2004)

According to Wu (2011), other benefits, such as creation of a sense of self

worthiness and instills self-esteem, give the person a very important feeling of being
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needed as through volunteering somebody is offered help, which is by itself a very
rewarding experience for the helper. Besides, volunteering can also represent an
important trial period and provide opportunity to experiment and put preferences to

practice.

There are also evidences that organizations are better able to fulfil their
aims and develop a more diverse workforce with the involvement of volunteers.
Volunteering activities often involve those people in the community work, who
would necessarily have been involved in it in any other capacity, i.e. through
employment, as a user etc. Also volunteers are able to bring added value to
organizations by offering flexibility in terms of their commitment i.e. giving time
outside of core 9-5 business hours. This can also connect people who would be
unlikely to have met in any other way and also translates into a greater range of
skills, and perspective that can be drawn upon (Volunteer Development Agency,
2001).

Next group, beneficiaries, are people who benefit from the outcomes of the
work which volunteers have contributed to. A good example of a positive change
that volunteers can bring to those in need is a befriending scheme. The good
description of the influence of this type of scheme brought the recent evaluation of
a befriending scheme for older people at risk of social exclusion. Those clients
found that the activities they took part in through the one to one befriending, offered
a vital link to the community, reinforced their ability to cope with day to day life
and had been instrumental in helping them to develop skills, build confidence, self-

esteem and make new friends (Volunteer Now, 2011).

Character of volunteer sector cooperation with all kinds of other key social
players such as government, business, communities and people as individuals has
given this sector strong power to affect the society as a whole. Thanks to inter sector
relations of volunteering it was found that volunteering makes a significant
contribute to the global economy, it also enhances the social connections between
different sectors, builds the bridges for governments, enterprises and employees,
helps to build a more cohesive, safer, stronger community, increase the social
network between communities and neighborhood, promotes people to be more

active in civic engagement and concerned of citizenship, delivers some part of
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public services, encouraging more people work in public section, helping raise the
educational performance of youth, push forward sustainable development, solve

environmental problems, and respond to climate change etc. (Wu, 2011)

Based on the previous findings, it is undeniable that volunteering is a very
beneficial altruistic activity with a positive impact on all of the mentioned groups.
Therefore it is necessary to support the development of volunteering in the future,
and to make use of its benefits in terms of development, even within Third World

countries.

2.5. History of volunteerism in Czech Republic

The origins of volunteering as we know it today can be tracked back to the era of
the early liberal market economy. It is also maybe better to say that volunteerism
was shaped more by the social changes, which were characteristic for this period,
till the first half of 19" century. In this era, a lot of new associations and institutions
were established, associating people who were involved in volunteering actions in
favor of the municipal or national community. Those communities were connected
to the activities of religious organizations. The fundamental change was that those
were secular and not religious institutions. Volunteerism in medieval era was
primary motivated by religion and it was a part of priests’ responsibilities. (Boukal,
2009)

After the establishment of independent Czechoslovakia the volunteering
activities even expanded. There were more forms of volunteering organizations:
private, municipal, religious, national to so-called "semi-official" societies, which
were entrusted with relatively wide competencies (e.g. the provincial and district
youth care, the Czechoslovak Red Cross, the Masaryk League against TBC).
Voluntary organizations were richly structured and included networks of small
organizations and branches to district, provincial or national headquarters. The
development was interrupted by the German occupation and later by the emergence
of the socialist state. The tradition of volunteer work was forcibly interrupted under
the totalitarian regime, and activities of all forms of independent organizations were
deliberately and systematically reduced or completely disposed to the political
leadership of the state and to the Communist Party and were a subject to strict
control. (Tosner & Sozanska, 2006)
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After 1989, democratic structures were restored and volunteering could
again develop in the full range in fields like ecology, human rights, humanitarian

activities, sports, social affairs and so on. (Boukal, 2009)

The Czech society underwent a period of searching for its own identity after
1989. The basic theme was the idea of civil society, based on the cooperation and
mutual solidarity of fully-fledged and free citizens, whose main propagator was

President VVaclav Havel.

People began to look for other ways of self-realization, in addition to their
professional enforcement, in which they could use their skills and knowledge. After
1989, the unprecedented development of a non-profit sector took place in the Czech
Republic. Organizations and associations suppressed by the regime were re-
established, many of them had been restituted, so the original estate could continue

its activities. (ToSner & Sozanska, 2006)

Evolution till the year 1989 corresponds to a European - community - model
of volunteering, where volunteering is motivated by common interests. VVolunteers
meet in a natural community such as church, sports, and other voluntary
organizations. Gradually those could become professional volunteer centers that
maintain their community characteristics. They are specialized in a particular group
of people or a kind of activity. The most important are mutual friendly relations.
Significant support for volunteering at the international level was initiated by the
United Nations (UN), which declared 2001 to be the International Year of
Volunteers in UN General Assembly Resolution No. 52/17 of 18 January 1998, co-
authored by the Czech Republic. This resolution also highlights the importance of
volunteering for the development of society and the challenge for UN member
states to improve the legal and organizational conditions for volunteering. Law on
Voluntary Service No. 198/2002 Coll. entered into force on 1st January 2003.
(Kratka, Pernicova, 2010)

2.6. Profile of a Czech volunteer

For the purpose of this study it is necessary to define: Who is actually the typical
Czech volunteer, what are his or hers demographic characteristics and in which

areas is he or she active?
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To answer these questions | used the research which was published in a work
Values and attitudes in the Czech Republic 1991 — 2008 (Rabusic & Hamanova,
2009). Part of this research was focused also on the volunteering activities of

participants.

Within this part of the research, researchers asked the participants followed
question in years 1991, 1999 and also 2008: “Are you engaged in unpaid
volunteering activities for...?” followed with the description of given organization.
The results are presented in Table 1. Figures show the percentage of people who
responded positively.

Datain % 2008 1999 1991
Organizations dealing with services for the elderly, disabled, otherwise disadvantaged 6 7 5
Religious or church organizations 6 7 6
Organizations involved in education, artistic, musical or cultural activities 10 10 6
Unions 5 11 23
Political party or movement 3 4 5
Organizations dealing with activities in the place of residence, poverty, employment,

housing or racial intolerance 2 3 1
Organizations dealing with the development of the Third World or human rights 1 1 1
Organization dedicated to the protection of the environment, the environmental

movement or organizations focusing on animal rights 6 7 7
Association under occupation or professional associations 4 6 7
Organizations working with youth (eg. keeping scouts) 5 7 5
An organization focused on sports or entertainment 22 23 18
Women's organizations or the women's movement 3 2 4
Peace movement 1 1 1
Voluntary health organization 3 6 7
Other organization 5 9 7

Table 1 Percentage representation of volunteers by sector (Source: Rabusic & Hamanovd, 2009)

From this table, it is visible that Czech volunteers are mostly interested in
organizations focused on sports or entertainment, but also those involved in
education, artistic, musical or cultural activities. Last but not least, it is worth noting
that engagement in volunteering activities within the unions has decreasing
tendency over time. For the purpose of this study it is also necessary to mention the
involvement of Czech volunteers in activities and organizations focused on the
development of Third World countries. In that case, the involvement is very low,

just around 1% of respondents participate within this field.

In case of the age of Czech volunteers, there are not so many differences
within the age ratio. The proportion of people involved in volunteering activities is

actually almost the same (around 30%), until the age of 55. After this age there is a
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decreasing tendency to participate in volunteering activities. (Fri¢, PospiSilova,
2010)

The probability of being a volunteer increases statistically significantly with
the growing educational attainment. In the category of people with elementary
education or those without a school-leaving certificate, one quarter are volunteers
(24%), approximately one third of people with graduation or higher vocational
education (34%) and 40% of university graduates volunteer too. (Fri¢ &
Pospisilova, 2010)

Whether person is a man or a woman does not matter when looking at
volunteers. However, there are differences when we look closely at volunteering in
different areas. In the area of culture, women are predominant among volunteers
(70% of volunteers are women). Women are also more often volunteers in social
and health services, they have predominant position in case of religious
volunteering and some other categories. Men, on the other hand, predominate in the
field of sports, in traditional interest organizations (such as gardeners, growers,
fishermen and hunters) and in a voluntary fire brigade. (Fri¢ & Pospisilova, 2010)

2.7. International volunteering

International service can be positioned within the general wider context of
voluntarism. Within Europe, it is possible to track the evolution of volunteering
back to the changing responsibilities of state and church for welfare, and the
activities of charitable societies. It also has roots in the colonial period, where, for
example, it could be found in the tradition of Christian missionary service and also
in the post-1945 reconstruction in Europe. After WW2 the formation of institutions
and organizations such as United Nations and the new framework for international
development assistance - bilateral and multilateral donors, NGOs and the Bretton
Woods institutions took place. The formation of these institutions still continues to
shape relationships between the rich and poor countries today. There were also
other forms of international service, which were, for example, embodied in the
freedom movements of the nineteenth and twentieth centuries. The movement
focused on the topic of international solidarity, led, for example, to the recruitment
of volunteers from UK and other parts of the world to resist fascism in Spain. (Lewis
D., 2006)
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In 1871, the United Nations VVolunteer (UNV) program was created. It was
established to mobilize qualified volunteers to participate in UN projects. This
organization emerged as an important model for South-South cooperation and also
a key international support organization for information exchange and triangular
cooperation. By the late 1980s, there was a general retrenchment in official
development assistance (ODA) thanks to the neoliberal reforms. Reforms that took
place across industrialized countries resulted in a general reduction in the state’s
role to promote development combined with the promotion of market mechanisms
to advance liberal democratic values. Together with the new century came also new
UN Millennium Development Goals (MDGs) and associated poverty reduction
framework became the central orientation employed by international volunteer
cooperation organizations (IVCOs) and other technical cooperation organizations.
Thanks to the UN International Year of the volunteering (I'YV) volunteering have
been placed in the spotlight in 2001. Volunteering have been used as an operative
strategy to reduce poverty, to prevent and rebuild after disasters, and to facilitate

social integration and social inclusion. (Lough B. J., 2015)

According to Vosesa (2013), International volunteering is nowadays a
growing field of practice and research interest. There is a presumption, that it is
driven increasingly by globalization in the 21st century and the scale and diversity
of international volunteeingr programs are a manifestation of the desire for

increased learning about different parts of the world.

Observations suggest that in case of volunteering in the developing world,
the majority of voluntary programs now have a ‘caring’ or ‘humanitarian’ element,
address the provision of basic needs, and support both community and national
development (Moleni and Gallagher, 2006; Patel, 2003).

2.7.1. Volunteering and development

International volunteering has been closely linked with conceptions of development
that are shaped by geopolitical, historical and economic relationships since the late
20th century. The aid that has been provided to post-colonial and developing
countries had various forms and patterns. For example, from support for liberation
struggles to bilateral aid provided by Northern donors to Southern governments to

implement social and economic development programs. Most of the times this type
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of the aid relationship is known as ‘development cooperation’, which is a term that
suggests a relationship between equals, but which has been dominated by the
Northern partners in practice. This points of view on the development have been
supported by the idea that developing countries required the assistance of people
from developed countries to help them advance and that individuals from the global
North were most able to do so thanks to their abilities and experiences based on
which they can provide these countries with an advise and expertise on how
development should occur in the global South. These views were clearly the base
for shaping of the practice of international volunteering and contributed to the
dominance of North to South programs whereby volunteers (young and older,
unskilled and professional) are sent to support poor organizations and communities
in the global South. (Vosesa, 2013)

International development volunteering usually refers to individuals who
spend a period of time abroad in the Global South to promote development broadly

aligned with the country’s development priorities. (Moleni and Gallagher, 2006;
Patel, 2003).

Volunteering is one of the most significant, yet under-recognized means
through which public services reach the poorest and most marginalized
communities. In many countries there is an extensive infrastructure of schools,
hospitals, security services and even social protection schemes, but poor people do
not get access to them. Volunteers can play a significant role in helping to bridge
this gap; adding in numbers and experience to the existing public service workforce
and helping to ensure the relevance of these services to the communities they have
been set up for. (vso, 2014)

There are more potential influences that effect the development. For
example, public services cuts, under-resourcing and also a low tax base can make
it difficult to provide public services over and above the bare minimum. These
creates the gaps in public services and those affect mostly the poorest and most
marginalized people. These people do not have access to such resources to cover
the services by paid resources. That’s why they have to use their voluntary labor to
fill the gaps at a community level. This shows the urgent necessity to navigate

complex politics, engage people who are highly marginalized, and achieve results
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makes the work of volunteers highly relational. There are researches that
highlighted that relationships and relationship building between volunteers and
their counterparts were as important as technical skills and hard outcomes. The
research reinforced the idea that change is dependent on relationships and it is also
made much easier when people feel connected to others. It was also ascertained that
embedding volunteers within communities is crucial to their success. That is why
it is so important to find the ways for volunteers from outside the community to be
integrated into the daily life of a community or supporting volunteers from within
a community to build the relationships and networks that are needed to work
effectively. (Volunteer Now, 2011)

Other studies also claim that international volunteers contribute to the
development of host communities in variety of ways that include technology and
skills transfers, building local capacity and social capital, and also enhancing
community. Forms of International volunteering also provides opportunities for
participants that allow them to gain the skills and sensibilities required for global
citizenship and for promoting intercultural understanding. Often technical process
of development has the potential to offer ‘a far wider view of development as a new,
and morally informed, vision of global responsibility’ (Schech & Dr. Mundkur,
2016).

2.7.1.1.  Third World Countries

Within the topic of volunteering and development, it is also necessary to specify
the term Third World countries. These are also referred to as countries of the
Southern hemisphere or also developing countries. It can be also said that Third
World Countries are countries at the ,,periphery” of the world economy and those
produce mainly agrarian and mineral raw materials for industrialized states under
mostly negative terms of trade. Furthermore, as a result of high population growth
and rural-urban migration in those countries, many of them have increasing number
of marginalized sections of the population which have specific settlement patterns

and living conditions. (Ashaver, 2013)

United Nations (UN) categorized all countries into one of three broad
categories based on data presented in World Economic Situation and Prospects
(WESP). The main categories are: developed economies, economies in transition
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and developing countries (Annex 1). Geographical regions for these developing
countries are as follows: Africa, East Asia, South Asia, Western Asia, and Latin
America and the Caribbean. Also these countries have been classified by their level

of development as measured by per capita gross national income (GNI). (UN, 2011)
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3. Motivation of volunteers

Motivation of volunteers is very complex and difficult topic. There are many factors
that need to be considered. It is not that easy to identify the motivation of one person
to volunteer, mostly in comparison to classical employees who work, in general,
for financial profit. Volunteers do not. For them, there are stronger motivational

factors.

The main purpose of this chapter is to introduce the reader to the topic of
motivation itself and provide basic definition of this topic. Furthermore also to point
out on the motivation factors of volunteers to participate in volunteer activities, as

well as their connection to motivational theories.

3.1. Definition of motivation

There are many definitions of motivation which are slightly different, but in

general, they all have a common direction.

Smékal (2004) claims that if we want to understand the behavior of people,
understand it in different situations, it is necessary to know why they act the way
they do and what leads their behavior. He promptly express it as a viewpoint to the

core of the persona.

What the motivation constitutes from is not visible, but from the outer

expressions we can see that:

e Person has a goal
e He or she tries to achieve it

e There are some visible signs of an effort

According to Nakone¢ny (1996), motivation is an explanation of a mental
cause of behavior, the reason why different people follow different goals. Different
people act in different ways based on the way they were taught to achieve goals in

a given situation. There is a significant influence of teaching effects.

According to other resources, motivation is the study of why people think
the way they do. There are many aspects of motivation. Psychologists who are

focused on the study of motivation would want to examine what the individual is
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doing, or the choice of behavior, how long will it take before an individual initiates
the activity, or also the latency of behavior, how hard the person is actually working
on the activity or the intensity of a person’s behavior, for how long is a person
willing to remain at the activity, or the persistence of behavior, and what the person
is feeling and thinking while engaged in a specific activity, or the cognitions and
emotional reactions accompanying the behavior. (Graham & Weiner, 1996)

3.2. Types of Motivation

According to Bedrnova et al., (2007) when we want to describe the motivation of
our work patterns and behavior, we have to distinguish between two types of
motivation (even if this theory is talking about work behavior, it is possible to apply

this division in other areas as well):

¢ Intrinsic motivation — it is directly associated with work itself

e Extrinsic motivation — motives of this motivation are found “outside” own

work.

3.2.1. Intrinsic motivation
The behavior that is motivated intrinsically is the one for which there is no apparent

reward except the activity itself. (Cameron & Pierce, 1994)

The concept of intrinsic motivation is like ,,hunting a phantom*®, because in
psychology of motivation it is about a clarification of motives and focus, therefore
it is about a "content substance, not words", and the use of these contradictory words
bring problems and misunderstandings. In case of intrinsic motivation the ,,inner
qualities of subordinated needs" are used. It further states that the internal, that is
intrinsic, would have been the motives that were used the activity and on the other
hand external, extrinsic, would have been the motives caused by external stimuli or
changes that always occur when the activity is conducted successfully, so the
"Iintrinsic concerns during operation, extrinsic what follows as an intentional
effect". (Nakonecny, 2014)
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In other words, it can be said that when intrinsically motivated, a person is
moved to act for the fun or challenge entailed rather than because of external

products, pressures or reward. (Ryan & Deci, 2000)

3.2.2. Extrinsic motivation

There was a distinction drawn between intrinsic and extrinsic motivation by several
researchers. Behaviors that are being motivated extrinsically refer to behaviors in
which an external controlling variable can be readily identified. Extrinsically
motivated actions are characterized by pressure and tension and also result in low

self-esteem and anxiety. (Cameron & Pierce, 1994)

Also it can be said that extrinsic motives stem from external incentives that
compel people to volunteer such as injunctive social norms. Intrinsic motives, on
the other hand, propel people to volunteer because of the inherent value, interest,

and enjoyment of the activity. (Geiser et al., 2014)

3.3. Theories of motivation in context of volunteering

There are many scientific approaches to the study of motivation. But mainly there
are two major theoretical bodies of knowledge applicable to the design of employee
or channel partner motivation programs. And those are contents and process
theories. These theories are also well applicable in case of volunteers since they are
also used within the field of human resources management. (Stotz, Maritz & Bolger,
2011)

As is visible from Figure 2, each group of motivation theories consists of 4
concrete theories. In case of Content Theories, those are: Maslow's Theory,
Herzberger's Theory, McClelland’s Theory and Alderfer’s Theory. Content theories
are also a group that is formed by 4 Theories, which are: Expectancy Theory,

Reinforcement Theory, Adam's Equity Theory and Goal Setting Theory.
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Figure 2: Theories of motivation

3.3.1. Content Theories

Content theories (or as those are also called, Need theories) focus on the factors
within a person that energize, direct, sustain and also stop behavior. They look at
the specific needs which motivate people. Content theorists include Abraham
Maslow, Clayton P. Alderfer, Federick Herzberg and David C. McClelland too.
Their theories have been helpful in discussing motivation, but not all have been
proven or verified through research. (Stotz & col., 2011)

3.3.1.1. Maslow’s Theory
The most important hypothesis in Maslow’s motivation Theory is his ,,hypothesis
of hierarchy®. It says that people are motivated by hierarchical system of basic

instinctive needs. It consists of:

1. Physiological needs - (as food, shelter, clothing etc..,)

2. The need for safety and security - (as job security, freedom from danger, health-

care etc..,)

3. The need to belong - (as affiliation, acceptance by the group, friendships, love

etc..,)

4. The need for esteem - (as feeling of achievement, recognition by others etc..,)
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5. The need for self-actualization (as fulfillment of capacities)

This hierarchical arrangement leads to the situation, where unsatisfied lower
needs dominate over unsatisfied higher needs in a conflict. So in order to achieve
self-actualization, all the lower needs have to be satisfied. Maslow also claims that
only unsatisfied needs are those that motivate a person as his or hers motivational
forces. (Madsen, 1979)

When we look at Maslow’s basic needs there are certain needs that are more
or less apparent in different social settings. It can be said that the basic physiological
needs will be more dominant in less developed countries where people do not have
enough food while on the other hand the need for self-actualization is more
dominant in developed societies, where often most basic needs are met, such as

enough food and a roof over the head. (Halse, 2008)

This theory is really important also in context of volunteer motivation,
mainly because it is necessary to understand what basic needs people have and also
how crucial it is to make sure these needs are fulfilled to perform at work or

volunteering actions.

3.3.1.2.  Alderfer’s Theory

Next theory that is commonly used to discuss motivation is Alderfer’s Existence,
Relatedness, and Growth (ERG) theory from 1972. This theory agrees with
Maslow’s Hierarchy of Needs, but it collapsed Maslow’s hierarchy into three
levels: existence, relatedness, and growth, indicating that these levels should be
viewed more as a continuum rather than as a hierarchy. The existence of an
individual is satisfied by the salary earned from a job so that one can purchase
necessities such as housing, food, and also clothing. This practically covers
Maslow’s first two levels, physiological and safety needs. Relations needs are met
by establishing and maintaining interpersonal relationships, encompassing
Maslow’s third and fourth levels, belonging and also external esteem. Finally,
growth needs encompass Maslow’s fourth and fifth level, internal esteem and self-
actualization, and are met through personal development (e.g., obtaining a college
degree or career success). Alderfer also agreed with Maslow regarding the
satisfaction-progress concept in which indicated that individuals must satisfy

lower-level needs first before fulfilling higher-level needs. Yet, Alderfer introduced
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the frustration-regression concept in which he stated that individuals who fail to
satisfy some higher-level needs will often regress to lower level needs that appear
to them as those which are easier to satisfy. By tying together these content theories
we can achieve a better understanding of the motivational needs underlying

voluntary involvement. (Taylor, 2010)

3.3.1.3.  Herzberger’s Theory

Herzberg’s influential need theory, Two-Factor Theory, which he proposed in 1959
suggests that humans have two different sets of needs and that the different elements
of the work situation satisfies or dissatisfies these needs. First one concerns the
basic survival needs of a person — the hygiene factors. These concern the conditions
that surround performing that job, but are not directly related to the job itself. Those
factors can be company policy, such as, for example, reward system, salary, and
also interpersonal relations. Also these factors can cause dissatisfaction when they
are not satisfied. However, when they are satisfied, these factors do not motivate or
cause satisfaction, they only prevent dissatisfaction. Growth need create the second
set. It refers to factors intrinsic within the work itself, for example recognition of a
task completed, achievement, responsibility, advancement and work itself. Those
are the motivating factors, which implies that humans try to become all that they
are capable of becoming and when satisfied they work as motivators. Herzberger
also claims that content of work, (e.g. opportunities for responsibility and
advancement) is the only way to increase satisfaction and thereby enhance work
motivation. Yet, when the growth factors are missing this does not cause

dissatisfaction, simply an absence of satisfaction (Lundberg & col., 2009).

According to the Bloisi (2007), this theory is mainly focused on results and
also efficiency and that is why it is not directly applicable to non-profit
organization, which does not focus entirely on results within the organization. On
the other hand, in case of non-profit organizations this might be connected with the
reason why people do voluntary work, which often is because they believe that the

work the organization does is important and rewarding.

3.3.1.4. McClelland Theory
David McClelland was one of the first researchers who studied long term motives.

He has researched the needs for achievement, affiliation and power. As he claims,
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the need for achievement is the extent to which an individual has a strong desire to
perform challenging tasks well and to also meet personal standards for excellence.
He found out that those people who have a high need for achievement often set
clear goals for themselves. They strive to take moderate risks (that is to say
challenging, but realistic); prefer individual activities; prefer recreational activities
during which a person can get a ‘score’ (like sales target ); and prefers occupations
where performance data are clearly available, such as sales positions. They also like
to receive performance feedback. There is also a need for affiliation within
individuals and it is the extent to which he or she is concerned about establishing
and maintaining good inter personal relations, being linked, and having other people
around them get along with each other. The need for power is on the other hand the
extent to which an individual desires to control or influence others. (Uduji and
Ankeli, 2013)

It is not possible to say that one style of need is any better than other, but in
fact, most successful projects require a mix of styles to blend the work of a group.
The variety of people and their drives is actually a benefit for teams and those also
benefit from the different perspectives people bring to the task. However, people
with different styles prefer different kinds of supervision, recognition and also a job
placement. Therefore it is helpful to determine the preferred style of a volunteer in
order to provide an effective match in a type of work suitable for volunteer.
(Mackenzie & Moore, 1993)

All of the theories as well as relations between the are well discribed in
Figure 3. There can be seen how each of the theory actually follows up the previous

one and builds on its basis.
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Figure 3: Relationship of Various Content (Needs) Theories (Source: Langton et al., 2010)

3.3.2. Process theories

Those theories provide a description and analysis of how behavior is energized,
directed, sustained and stopped. There are four theories that are predominant and
those are: Reinforcement, expectancy, equity, and goal setting theory.
Reinforcement and goal setting theories have been supported by research studies
and are viewed as the most helpful in this application. Expectancy theory and also
equity theory have become a part of compensation curricula and are considered in
the design of compensation plans. Expectancy and equity theories have not been as
thoroughly researched as reinforcement and goal setting theories have been. (Stotz
& col., 2011)

3.3.2.1.  Reinforcement Theory

This theory is most often linked with the work of B.F. Skinner. His work is built on
the assumption that behavior is influenced by its consequences. These
consequences are referred to as “operands consequences,” and so this theory uses
the term “operant conditioning.” Behavior modification is also used to describe the
learning by reinforcement of an individual. This theory is based on several

principles of operant conditioning:
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e Positive reinforcement: In this case it is anything that increases the strength
of response and induces repetition of the behavior that preceded the
reinforcement (adding something positive).

e Negative reinforcement: The removal of a negative reinforcer which
increases the frequency of response (taking away something).

e Punishment: This is an undesirable consequence of a particular behavior
(which is adding a negative consequence or removing a positive
consequence).

e Extinction: It means the decline in response rate due to non-reinforcement
(ignoring). (Stotz & col., 2011)

It can be said that reinforcement theory is based on the premise that
consequences influence behavior. So, if there are positive consequences that follow
certain behaviors, those behaviors will be more likely repeated. And also
conversely, behaviors that bring negative consequences will more likely be
avoided. So in case of volunteerism and volunteer motivation, this theory
underscore the importance of positive consequences or reinforces like recognition,

praise, feedback, and appreciation. (Shamima, 2013)

3.3.2.2.  Expectancy Theory

This theory is a cognitive process theory of motivation that is based on the idea that
people believe that there are relationships between the efforts they put forth at work,
the performance they achieve from that effort, and also the rewards they receive
from their effort and performance. In other words, people are and will be motivated
if they believe that strong effort will lead to good performance and good

performance will lead to desired rewards. (Lunenburg, 2011)

Expectancy theory is actually based on four assumptions. First one
assumption is that people join organizations with expectations about their needs,
motivations, and past experiences. These influence how those individuals react to
the organization. A second assumption is about an individual’s behavior. It says
that his or hers behavior is a result of conscious choice. That means that people are
free to choose those behaviors suggested by their own expectancy calculations. A
third assumption is that people actually want different things from the organization

(e.g., good salary, job security, advancement, and also challenge). A fourth one is
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that people will choose among alternatives so as to optimize outcomes for them
personally. Expectancy theory which is based on these assumptions has three key
elements: expectancy, instrumentality, and valence. An individual is motivated to
the degree that he or she believes that (a) effort will lead to acceptable performance
(expectancy), (b) performance will be rewarded (instrumentality), and (c) the value
of the rewards is highly positive (valence) as is visible from Figure 4. (Lunenburg,
2011)

Expectancy Instrumentality

Effort >| Performance > Rewards

Valence

Figure 4: Basis expectancy model (Source: Lunenburg, 2011)

Expectancy theory is included since it shows the importance for
organizations to be clear about their goals and also what difference the volunteers
can do by participating and also making an effort. It is therefore necessary to
provide volunteers with clear guidelines so the volunteers can aim their energy at
doing things that will directly contribute and help the organization to reach its goals.
(Reinklou & Rosén, 2013)

3.3.23.  Adam’s Equity Theory

Equity theory helps to explain why pay and conditions alone do not determine
motivation. It also explains why giving one person a promotion or pay-rise can have
a demotivating effect on other employees. When people feel like they are fairly or
advantageously treated they are also more likely to be motivated; on the other hand,
when they feel unfairly treated they are highly prone to feelings of disaffection and
demotivation. Employees seek to maintain equity between the inputs that they bring
to their job and the outcomes that they receive from it against the perceived inputs
and outputs of others. There is the belief that people value fair treatment which
causes them to be motivated to keep the fairness maintained within the relationships
of their co-workers and the organization. Words like efforts and rewards, or words

as work and pay, are an over-simplification - hence the use of the terms inputs and
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outputs. Inputs are logically what we give or put into our work and outputs are
everything we take out in return. Typically outcomes are things such as job security,
esteem, salary, employee benefits, expenses, recognition, reputation, responsibility,

sense of achievement, praise, thanks, stimuli etc. (Ball, 2012)

In case of volunteers it can be said that volunteers should be motivated with
the stress on the recognition of outputs that are resulting from volunteering
activities other than salary. Mostly the benefits that as recognition, also reputation,

sense of achievement etc.

3.3.2.4. Goal setting Theory

This theory discusses motivation and the importance of specific goals that are
difficult but achievable and also that it is significant with feedback on performance.
It was developed by Edwin Locke in the mid 1960’s and applies to human
motivation and it aims at trying to explain why some people may perform their tasks
better than others. The research was made in laboratory settings and the findings
were as follows; it is proved that the more difficult the goal is the greater is the
achievement and the more specific and more precisely the performance is regulated.
According to the research it can be said that when people strive for goals on
complex tasks, they are least effective in discovering suitable task strategies if; they
have no prior experience, there is a high pressure on performance or time pressure.
All those three elements (goals, commitment and self-efficacy) mediate the effect
of numerous personal traits and incentives on performance. Goal-setting
mechanism can be trained but also adopted for the purpose of self-regulation and
lastly, goals lead to self-satisfaction and harder goals that requires higher
accomplishments in order to attain self-satisfaction rather than easy goals. It is
actually a bit sensitive discussing performance and efficiency when talking about
volunteers since that is what they are, they are there by free will and therefore
managers cannot put pressure on them because then they might leave their mission.
A common reason of why some people chose to get involved in non-profit
organizations is that they want to satisfy intangible things such as feelings. For this
purpose and in order for these volunteers to experience these feelings, the
management can apply the goal setting theory and use it as guideline to help the
volunteers to reach the goals that they may have in order to create satisfaction
among the volunteers within the organization. (Reinklov & Rosén, 2013)
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3.4. Motivation to be a volunteer

The core issue in the study of volunteerism is the motivation of volunteers. The
deeper understanding of volunteer’s motivation could be a useful tool to attract new
volunteers. Motivation therefore deals with the decision-making process of
individuals that relates to why they actually want to be volunteers. (MI¢ak &
Zaskodna, 2013)

Volunteers need to be challenged, they need to work towards a mission and
believe in it, they need continuous training and to see results. Therefore, this leads
to the assumption that every group in the work force have to be managed differently
at different times. For example employees need to be managed as ‘partners’ and be
treated as equals, they also must be persuaded and not ordered. In other words, it
can be said that management of people is a “marketing job,” where the essential
question being asked by the manager is not, “what do we want,” but rather what the
other party wants, what are his goals, and how are results considered (Drucker,
2001).

In many cases, the motivation is generated from the area of inner values and
ideals, interest can also play its role as volunteers can enrich and also further
develop their abilities throughout volunteerism as well as their personality. Also
habits can have significant influence on motivation. If a child have been already
since childhood raised in a way in which the fact that help is normal played its role,
it will certainly have better prerequisites to become a volunteer in adulthood. It is
also possible to achieve this through the cultivation of certain skills that an

individual will use at voluntary work. (Motycka, 2011)

3.4.1. Functional Approach
When studying the motivation of the volunteer, the functional approach is
dominant. It is focused on identification of crucial functions or motives that lead

people to participation into volunteering activities. (MI¢ak & ZaSkodna, 2013)

It is a motivational perspective that directs inquiry into the personal and social
processes that initiate, direct, and also sustain action. A core proposition of
functionalist inquiry is that people can and they also do perform the same actions

in the service of different psychological functions (e.g., different people engage in
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the same volunteer activity but do so to fulfill different motives). The functional
approach suggests that important psychological events, such as embarking on a
course of volunteer activities and then maintaining those activities over extended
periods of time, depend on matching the motivational concerns of individuals with
situations that can fully satisfy those concerns. Finally, research stimulated by
motivationally oriented analyses of a wide variety of cognitive, affective,
behavioral, and interpersonal processes, supports the key functionalist themes
(Clary & Snyder, 1999).

3.4.1.1. Main Functions
Researches also show that volunteering is closely connected mostly with these four

functions:

e The knowledge function — this one is connected to an effort to understand
the outside world, the social environment and our own experience.

e Social-adjustment function - Refers to normative situations in which
individuals try to act in accordance with social expectations and roles.

e Ego-defensive function — it is connected to the inner conflicts, which are
caused by an effort to protect individuals from threatening insight into
themselves.

e Value-expressive function — this one is connected to the values, which

people receive and to which they believe.

This approach is based on the idea that people’s decision to become a
volunteer is based on their rational decisions in which they cognitively consider the

possible gains from this activity. (MI¢ak & Zaskodna, 2013)

3.4.1.2. Volunteer Functions Inventory

With the conceptual foundation provided by the functional approach, Clary &
Snyder (1999) created and refined the Volunteer Functions Inventory (VFI), an
instrument that assesses each of the six functions potentially served by volunteering
(see Table 3).
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Function Conceptual definition Sample VFl item

Values The individual volunteers in order to express | feel it is important to help others.
or act on important values like humanitarianism.

Understanding The volunteer is seeking to learn more about the Volunteering lets me learn through direct,
world or exercise skills that are often unused. hands-on experience.

Enhancement One can grow and develop psychologically Volunteering makes me feel better about
through volunteer activities. myself.

Career The volunteer has the goal of gaining career-related Volunteering can help me to get my foot in
experience through volunteering. the door at a place where | would like to work.

Social Volunteering allows an individual to strengthen People | know share an interest in
his or her social relationships. community service.

Protective The individual uses volunteering to reduce negative Volunteering is a good escape from my
feelings, such as guilt, or to address personal problems. own troubles.

Table 2: Functions served by volunteering and their assessment on the Volunteer Functions Inventory (VFI)
(Source: Clary & Snyder, 1999)

According to the research that was done by Clary and Snyder (1999),
respondents most typically report that Values, Understanding, and Enhancement
are the most important functions, and that Career, Social, and Protective are less
important functions. However, the ordering and absolute importance does vary
across groups (e.g., the Career function was more important to younger respondents
and less important to older ones). Furthermore, findings concerning the importance
of the functions also clearly point to the multimotivational nature of volunteering.
Different volunteers pursue different goals, and the same volunteer may be pursuing
more than just one goal. Indeed, roughly two thirds of respondents indicate having

two or even more important motivations.

The functional approach also implicates the importance of matching
volunteers’ motivations to the benefits that volunteerism provides. Furthermore,
empirical evidence suggests that matching benefits with personal motivations of

volunteers results in positive volunteer outcomes. (Houlse et al., 2005)

Based on the research that has been made in Czech Republic, as can be seen
in Table 4, the most frequent reasons that motivated volunteers were: enjoyment of
the activities, opportunity to apply their skills, feeling of the importance to help

others and also the belief that it is their civic duty.
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Really/alot important
I simply enjoyed it 85%
Opportunity to apply my skills 77%
I simply feel it is important to help others 76%
The belief thatitis my civic duty 54%

Table 3: The results of the data gathered on the question: How important were the

following reasons for your decision to carry out voluntary work? (Source: Fric,

Pospisilova, 2010)

As is visible from Table 4, the data obtained confirms that the most
widespread motivation of Czech volunteers is a pleasant filling of free time or self-
realization. This finding relieves the panthetism often used to promote volunteer
activity in public. On the other hand, the altruism of Czech volunteers is not
undermined by this finding. Most respondents also "feel" that it is important to help

others without the right to reward.

In this last chapter are presented the theoretical approaches that will be
further developed and used within the practical part of the thesis. Based on this
approach will be assessed the factors which motivate volunteers to participate in
volunteering activities. For identification of concrete the concept based on
Volunteer Functions Inventory will be used. Practical part of the work will also
discuss the concrete factors that motivate volunteers to choose the particular

developing country.
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4. Practical part

In this part of the thesis, theoretical background materials from previous parts of
the paper will be used practically in connection to the questionnaire survey. The
main aim of this chapter is to present and analyze the acquired data and also to
describe the method of data collection that have been used, their analysis,
presentation and introduction of respondents, the assessment of volunteers’

motivation and overall findings.

4.1. Objectives and methodology

The main objectives of this work is to answer two research questions:

1. What are the motivating factors of Czech volunteers for joining a volunteer

program in Third World countries?

- Sub question 1: What factors do motivate volunteers to participate in
volunteering programs for longer than 6 months?
- Sub question 2: What factors do motivate volunteers to participate in

volunteering programs again?

2. What are the motivating factors of Czech volunteers that motivates them to

choose concrete country to volunteer into?

Theoretical part of the thesis was processed as literature review. It is a text
that aims to provide a critical overview of current knowledge about a particular
topic. Literary review is a common part of science-based literature and often
precedes the design of research projects and the selection of appropriate
methodology. Its main objective is to bring readers a current overview of the current
literature on the topic and provide background material from which it is possible to

evaluate the legitimacy of the proposed future research. (Jersakova, 2010)

Practical part of the thesis is devoted to online research focused on the data
collection within an online platform. Question processing was done by quantitative
analysis. A model for quantitative research is the methods of natural sciences. Data
collection is conducted using standardized interview, questionnaire, or observation
techniques. Quantitative research enables representative population surveys to be
generalized to the population. It also allows theories to be tested. It has numerous

40



benefits, such as relatively fast data collection and rapid analysis, and provides
accurate numeric data and assurance that the results are independent of the
researcher. It is especially useful when exploring large groups. (Olecka & Ivanova,
2010)

4.2. Research methods

When choosing the most appropriate methodologies, | had several options. After a
subsequent analysis of the techniques, advantages and disadvantages of the
individual methods, it became clear that the questionnaire survey would be most
suitable for finding the motivation and satisfaction of the volunteers. Within the
research part | am referring to the study of "Volunteer Function Inventory” (VFI),
which | mentioned in the theoretical part of my thesis. In line with this theory, |
identify six areas of motivation for volunteering: Career, knowledge and skills
(Career); Social relations (Social); Personal development (Enhancement); Life
values (Values); Protective themes (Protective); Organizational context
(Understanding). Those are also further evaluated according to the theory of
extrinsic and intrinsic motivation. The questionnaire is attached, Annex no. 2
(Czech version) and Annex no. 3 (English version). Processed data of the

questionnaire are also attached as Annex no. 4.

4.3. Form of questionnaire

It was created on online platform, more specifically, by Google Forms. In order to
create a questionnaire that could map the broad spectrum of respondents, the form

of twenty-two questions was chosen. Online survey was divide into 6 sections.

Within the first part respondents were further sent to one of the 3 specific
parts of the survey based on their previous experience with volunteering in
developing countries. Those parts were mainly focused on the way they found out
the opportunity to volunteer, in which area they do or like to volunteer and also on

their selection of the country.

The main part of the survey was focused on specific motivational factors of
volunteers. This part consisted of 4 questions mapping the motivation factors for
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engagement in volunteering activities in Third World countries and also factors that

motivate volunteers in choosing the specific country to volunteer into.

The last section surveyed the Respondent Identification data needed for

statistical processing of results.

Survey was available on Google Form platform for 2 months. Responses of

volunteers were projected to excel spreadsheet and further analyzed.

4.4. Survey respondents

The target group for data collection were people dedicated to volunteering.
According to the fact that the given survey took place within the chosen online
platform, questionnaire distribution also took place in electronic form. It was
distributed within the groups of volunteers with help of the INEX organization. This
Association of voluntary activities distributed the questionnaire via online link
posted on their Facebook page. This page has 6746 followers, but since the change
of Facebook reach policy, number of reached audience climbed to approximately
6.5% (438 followers). From this audience, 105 followers filled the survey, which is
24% of reached audience.

Within this part will be also introduced the identification data of
respondents. 73% of all the participants were women. According to McClintock
(2004), the amount of women that are engaged in volunteering activities is higher
than the amount of men. Men, on the other hand, spend more hours at volunteering

activities.

The age structure of respondents was not that varied as was expected. There
were only two groups of respondents. First group were those of the age 18-26 (88%)
and the second group were those of the age 27-35 (12%).Young people form the
basis for volunteering activities. Mostly students have an opportunity to travel at
least during summer to developing countries and therefore be the part of projects
focused on development. University students covered 59% of all respondents. 38%
of respondents were already employed and 3% are unemployed. In case of achieved
level of education, most of the respondents (60%) are absolvents of Universities.
36% of respondents finished high school with GCSE and last group of respondents
4% achieved higher vocational education.
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4.5. Interpretation of findings

Within this subchapter the most important findings of each section of the survey
will be described and interpreted. Even if the concrete question of second, third and
fourth section were slightly different and were examining volunteers based on their
previous experiences with volunteering, they are further generalized for the purpose
of this study, since the proportion of respondents who have previous experience
with volunteering in developing countries is low. These subchapters are used as a

basis for the interpretation of the main parts of research.

4.5.1. Experience with volunteering
As was already mentioned, first question assets the involvement of volunteers in

volunteering activities in Third World countries.
Question 1: What are your experiences with volunteering in developing countries?

Respondents could choose one of the following options: | am a volunteer in
a developing country; | have previous experience with volunteering in developing
countries; | have no previous experience with volunteering in developing countries.
In followed graph 105 responses are represented. As is visible from Graph 1, 24%
of respondents had previous experience with volunteering in developing countries,
but 76% of respondents, did not have any. Even if the proportion of those who
already have an experience with volunteering is significantly lower, informative
value of findings is still relevant, while those respondents who filled the
questionnaire showed increased interest in the topic by doing so. There was a
possibility to end the survey right after the first question in case that they had no
interest to participate in volunteering projects focused on development within Third

World countries.
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What are your experiences with
volunteering in developing countries?

B | am a volunteer in the

developing country
() ,'.‘

| have previous experience
] with volunteering in
0, . .
developing countries
| have no previous

experience with volunteering
in developing countries

Graph 1: What are your experiences with volunteering in developing countries?

Based on their answer respondents were further sent to section, which was
basically dealing with the basic attributes of their volunteering experience. Those
who chose the last option were directed to the next section, the others were directed

to the section 3.

4.5.2. Aspects of volunteering activities

Respondents were directed to these two sections based on their answers on previous
question. As was mentioned before, those with no previous experiences were sent
to section 2, those who had some to section 3. These sections both deal with the
attributes of volunteering as: how the respondents found out about volunteering; in
what kind of volunteering activity are they engaged in; in which of the developing
countries would they like to work as volunteers; for how long are they willing to
stay there and for those who already have an experience with volunteering, there
were two more questions asking about their stay in these countries: how was their
experience and whether they would consider to travel to the developing country as

a volunteer again.
Question 2: How did you find out about volunteering opportunities?

As is visible from Graph 2, most of the respondents learned about
volunteering from their friends and family (37%) and also almost same amounts of

volunteers learned about volunteering opportunities via internet or other media or
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at school. On the other hand, just 5% of respondents found out about volunteering
on social event and just 1% at work.

How did you find out about volunteering
opportunities?

m from my friends, faminly
M at school
m at work
via internet or other media
M on social event

M they offered mi colaboration

Graph 2: How did you find out about volunteering opportunities?

Question 3: What volunteer activity would you like to be/are you engaged in?

Graph 3 shows the responses of respondents focused on the area of
volunteering activities. There were 2 main areas in which volunteers would like to
be or already are engaged in. Those are: work with children and adolescents (27%)
and ecology (22%). These two areas are covered by almost a half of the respondents.
There were other 3 categories that were a bit less significant and those were: sport
(14%), culture (13%) and also education (11%). The least significant areas of
volunteering were: social services (7%), humanitarian aid (4%) and health care
(2%).
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What volunteer activity would you like to
be/are you engaged in?

M Health care

M Social services
Culture
Sport

B Work with children and
adolescents

M Ecology

B Education

B Humanitarian aid

Graph 3: What volunteer activity would you like to be/are you engaged in?

Question 4: In which of the following developing countries would you like to

be/have you been involved in voluntary activities?

Graph 4 shows the proportional representation of countries that were chosen
by respondents according to their interest to be involved in volunteering activities
there or their experience with volunteering activities in these countries. It shows
that most of the respondents were interested in countries of Asia. More concretely
Indonesia and Cambodia. Right after Asia, respondents were interested also in Latin
America (36%). Within this area, most popular were Brazil, Mexico and Peru.
Africa, on the other hand, was not that interesting for respondents according to the
data (19%). Within this region, only two countries were a bit more interesting for
more than two respondents and those were Kenya and Ivory Coast. The list of
countries is a bit longer and it is also a part of the Annex (Annex 4), but for the

purpose of this study it is not necessary to evaluate each country separately.
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Which of the following developing countries
would you like to be/have you been involved in
voluntary activity?

B Azia
M Africa

M Latin America

Graph 4: Which of the following developing countries would you like to be/have you been involved in voluntary
activity?

Question 5: For how long are you willing to stay in a developing country as a

volunteer?

This question deals with the length of stay of volunteers in developing
country (Graph 5). Respondents were supposed to choose one of the following
options: up to one month; 1-3 months; 3-6 months; 6-12 months; 12-36 months; 36
and more months. Most of the respondents are willing to stay up to 3 months (44%).
Those were mostly young people aged 18-26, still studying, which gives them the
opportunity to travel for the summer. Significant amount of respondents is also
visible in case of stay for up to 1 month (21%), up to 6 months (19%) and also up
to 1 year (14%). On the other hand only 2% of respondents were willing to stay

longer than 1 year.
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For how long are you willing to stay in a
developing country as a volunteer?

H Up to 1 month

m 1-3 months

m 3-6 months
6-12 months

W 12-36 months

36 and more months

Graph 5: For how long are you willing to stay in a developing country as a volunteer?

Question 6: What was your experience with volunteering in a developing country?

This question was focused on those who had previous experience with
volunteering in developing countries and therefore they were supposed to evaluate
their experience. 96% of respondents report they have a good experience with
volunteering in developing countries, but only 44% of respondents preferred to

extend the stay in the country.

What was your experience with
volunteering in a developing country?

M Excellent, | would prefer to
stay longer in the country

B Great, but | did not want to
extend the stay

M Good, but | expected more

I had a bad experience

Graph 6: What was your experience with volunteering in a developing country?
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Question 7: Would you consider re-traveling to the developing country as a

volunteer?

This question was really easy to answer by all the respondents. 100% of
those who had previous experience with volunteering in Third World countries

answered: Yes.

4.5.3. Motivation of respondents

This part is the core part of this thesis. The questions that were focused on the
motivational factors were created in a form of a Likert scale. It is the method used
to determine the level of consent or disagreement with the claim that respondents
are confronted with. (Rod, 2012) Likert scales are a really common ratings format
for surveys. Respondents rank quality from high to low or best to worst, using five
or seven levels. (Elaine & Seaman, 2007) In this case, five levels scale was used,

while 1 stands for the positive answer and 5 for the negative.

To evaluate the acquired data | used the method that utilizes the mean.
Individual coefficients were assigned from 1 to 5 and the values obtained were then
multiplied by the corresponding coefficient. The resulting values were added and
based on the average. The evaluation of the results is based on the scales that were
determined. If we evaluate using a frequency, we can compare the individual values
with each other. Thus, we can create a sequence of values, i.e., we find out which

value was placed in the first to last place. (Gavora et al., 2010)

Within this part the answers of respondents will be analyzed also according

to gender.

Question 1: Please indicate to what extent the following factors motivated you to
participate in volunteer activities aimed at the development of Third World

countries?

First question focused on motivation factors that in general motivate
volunteers to participate in volunteering activities within the Third World countries.
It can be said that the proportional values are not very different. The ranks of the
factors are in order with the functional theory, which indicate the highest ranks for
those factors that are mostly connected with Values, Understanding, and

Enhancement. As is visible from Table 6, the highest rank belongs to the function
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of Values, which is represented by the motive to help others. It is very closely
followed by motives that belong to Understanding function and after that by
Enhancement. As opposite, the lowest ranks belong to the motives such as having

fun, which was actually quite surprising according to the functional theory.

Also differences between the rates of women and men are very interesting.
According to the data, women mostly chose learning more about the local culture
as their main motivation factor, which can be also connected to the function of
understanding. Men placed this motive on a fifth place within their list of motives.
For women it is mostly expected to show their connection to the caring factor and
values. On the other hand, in case of men a surprising fact was that the motive of
opportunity to travel ranked at the last place, while women ranked it as their number

four. Tables connected to this topic are available in annexes (Annex 4).

Motives Average Rank
Helping others 1,69 1
Acquiring new experience 1,74 2
Learn more about the local culture and people 1,78 3
A sense of usefulness 1,92 4
A meaningful use of free time 2,00 5
Opportunity to travel 2,08 6
International volunteering as a way of self-knowledge 2,10 7
Interest in the area of expertise 2,17 8
Improving language skills 2,19 9
Education 2,21 10
Interest in development issues 2,24 11
Fun 2,55 12

Table 4: Factors which motivate volunteers to participate in volunteering activities focused at the development
of Third World countries?

Question 2: Please indicate to what extent are you identified with the following
motivational factors when choosing a particular developing country.

This question analyzes the extent to which are respondents of this survey
identified with following motivational factors when they are deciding to which
developing country they will travel as volunteers. According to the data showed in
Table 7, most important motive for respondents was an interest in local culture.
Based on the functional approach it can be said that the motivational function that

dominates within this decision is Understanding. VVolunteers are likely to explore
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and acquire new experiences in unfamiliar and new environment. They want to go
for an adventure, get to know the culture and local people and volunteering is a
good opportunity to do that. Also respondents stated that the security situation in a
given country is important to them as well as the amount of services provided by
volunteering organizations. The possibility to speak English in a given country
ranked 5 within the list of motives and also the focus of the project does not mostly
prevails over an interest in a given country. Volunteers were mostly interested in
the amount of services provided by volunteering organization but they do not care
that much about the cost of travel. Also the distance of a chosen country does not
seem to be that important to volunteers, since there is almost no difference between
the options of the farthest and closes country to the country of origin. The last place
within the ranking list belongs to the social motive — family ties or background. In
this case it is more likely to assume that volunteers are not lead by family ties in the
process of choosing a country in which to pursue a volunteer activity.

There are also some differences within preferences considering the gender
of respondents, nevertheless those are not that significant. For example, it is worth
mentioning the ranking of the motive seeing volunteering as an opportunity to visit
preferred country. In case of women, this option ranked second, but in case of men
it ended up on seventh place. Also for men was the most important motive the
amount of services provided by volunteering organization in opposition to women

who ranked it as their fourth choice.
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Motives Average | Rank
| am interested in local culture 1,78 1
| like the country in general and it is a good opportunity to

visit it 2,02 2
The security situation in the country is very important 2,03 3
The amount of services provided by volunteer organization 2,04 4
The ability to speak English is very important to me 2,30 5
Most important is the focus of the project, not the country

where the project will take place in 2,51 6
Travel costs should be as low as possible 2,59 7
| am interested in improving my language skills 2,68 8
The cost of living in a given country is very important to me 2,80 9
| would like to visit a country that is far away from my home

country 3,22 10
| would like to volunteer in a country closest to my home

country 3,90 11
| have family ties, backgrounds in that country 4,10 12

Table 5: Motivational factors for choosing a specific developing country to volunteer into

Question 3: To what extent would the following factors motivate you to engage in
a project with a duration of 6 months or longer?

This question was an extension to the original question of motivation of
Czech volunteers to participate within volunteering activities focused on
development in Third World countries. It was focused on the factors that motivate

volunteers to participate in volunteering activities at least for 6 months.

According to the findings (Table 8), the most motivating factors were
focused on some kind of education and self-improvement. These can be also
connected to the function of Career, but also to the function of Understanding. Other
factors that are ranked lower are, for example, amounts of services provided by
volunteering organization, which ranked seventh and also poor personal situation
in home country, which ranked 8. This is interesting in comparison with previous
question in which the motive of the amount of services provided by volunteering
organization ended up at one of the top positions in case of the factors that motivate
volunteers in process of choosing a concrete country. So it can be said, that
volunteers do care about the amount of services provided by organization when
they choose the concrete country, but they are not motivated by this factor in such
a way when they consider to participate in volunteering activities with duration 6

months and longer.

52



The diversities between the genders in chosen population of volunteers were
in this case also very slight. The most significant was the placement of a motive:
testing of the abilities of volunteers. This was ranked higher in case of women (3"

place) and in case of men it was on 6™ place.

Motives Average Rank
Education and acquisition of new experience 1,68 1
To get to know a foreign country and its culture closely 1,70 2
Testing your abilities 1,96 3
Improving language skills 2,01 4
Self-knowledge 2,10 5
Experience life abroad 2,15 6
The amount of services provided by volunteer

organization 2,28 7
Poor personal situation in home country 3,25 8

Table 6: Factors motivating volunteers to get engage in a project with a duration of 6 months or longer

Question 4: If you are already in a developing country as a volunteer, or you
were, to what extent would the following factors motivate you to re-engage in a
development project?

This part of the survey was dedicated to the factors that motivate volunteers
in repeated participation in developing countries after their previous experience.
This question was mandatory and only those with previous experience with

volunteering were supposed to fill it.

According to the data visible in Table 9, the highest ranked factor was the
visible impact of volunteer’s work, which can be classified as function of
Enhancement. Second was motive of exploring new places and cultures, connected
to the function of Understanding and also Social. Possibility of possible
development ranked high, even if those motives based on Career function usually
occupy the last places. It was even higher than the enjoyment motive. Previous good
experience and also the amount of services provided by volunteering organization

ranked last.

Differences between the genders are present. Man were mostly putting
professional development as a part of the Career function higher than women. They

were more motivated by factors of Values and Enhancement.
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Motives Average Rank
The visible impact of my work 1,59 1
Exploring new places and cultures 1,61 2
Possibility of professional development 1,77 3

| enjoy volunteering 1,84 4
Previous good experience 1,98 5
The amount of services provides by volunteer

organization 2,15 6

Table 7: factors that motivate volunteers to re-engage in a development project within developing countries

4.6. Summary of findings and discussion

Based on the acquired data, the following findings were observed.

e Motivational factors of Czech volunteers for joining a volunteer program in

Third World countries

With the use of Volunteer Function Inventory (VFI), the main motivation
factors of Czech volunteers for joining a volunteer program in Third World
countries were identified. Those belonged to one of three categories of VFI (Values,
Enhancement and Understanding). The options chosen for the questionnaire were
also developed based on the VFI functions that are, according to the authors, mostly
identified as most motivational. Concretely those are as followings according to the

ranking of respondents:

e Helping others

e Acquiring new experience

e Learn more about the local culture and people
e A sense of usefulness

¢ A meaningful use of free time

e Opportunity to travel

¢ International volunteering as a way of self-knowledge
e Interest in the area of expertise

e Improving language skills

e Education

e Interest in development issues

e [un
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This question was also further examined by two additional sub questions
taking into account the motivational factors for long term volunteering and also re-

engagement of volunteers into volunteering activities.

First one shoved that the main factors that are considered by volunteers are
focused mainly on the interest in local culture and overall interest in the visit of
chosen country, followed by the amount of services provided by volunteering
organization and security situation. Least interesting were for volunteer Social

factors and distance from home country.

Second one was characterized by high ranking of understanding factors and
also career. First place ranked the acquisition of new experience followed closely
by an interest in getting to know the country better. Least influential factors were
in this case the amount of services provided by volunteering organization and also

the poor situation in home country.

e Motivating factors of Czech volunteers that motivates them to choose

concrete country to volunteer into
Factors that were chosen for the purposes of this survey ranked as followed:

e | am interested in local culture

o | like the country in general and it is a good opportunity to visit it

e The security situation in the country is very important

e The amount of services provided by volunteer organization

e The ability to speak English is very important to me

e Most important is the focus of the project, not the country where the project
will take place in

e Travel costs should be as low as possible

e | am interested in improving my language skills

e The cost of living in a given country is very important to me

e | would like to visit a country that is far away from my home country

e | would like to volunteer in a country closest to my home country

e | have family ties, backgrounds in that country

In this case the factor that belongs to Understanding function ranked first,

followed by Enhancement function.
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The above processed data indicates also the type of motivation. Almost all
of the functions that were used to evaluate data could be identified as internal
motives. The only external motives are those that could be identified with Career

function. This function never represents the leading positions within the answers.

Based on the acquired knowledge of this topic and within this thesis, further
recommendations for future practice can be formulated. In this case the best way of
how the results can be implemented in practice is the development of a recruitment
strategy for volunteering organizations. Volunteers should be interviewed in the
beginning of mutual cooperation between the candidate and volunteering
organization. It could be done via questionnaire or personal interviews focused on
the identification of main volunteer’s interests and motivators for participation in
volunteering activities focused on the development of Third World countries, or
even on volunteering in general. Those should be based on the three most important
motivating functions that were identified: Values, Enhancement and
Understanding. Based on their answers, recruiters will be able to analyze which
activity and position will fit the best for the candidate. This should work for the
benefit of both parties.

This approach could be also used as a controlling method within
volunteering organizations, evaluating the level of motivation of a given volunteer
in a given task or area in which volunteer works. This could help the organization
and also the volunteer to prevent the loosing of interest of volunteers involved in
certain activities and also impede their potential leave. For example, in case of
developing countries, those volunteers who are strongly motivated by Social
function should be more likely involved in activities focused on humanitarian help

than those with the focus on cultural events.
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5. Conclusion

Since the topic of volunteerism is discussed a lot in the last years, also thank to the
European Year of volunteering in 2011, there is a growing need to develop the
suitable strategies that will be able to address and maintain growing amount of
volunteering interest and carried activities. This need is also reflected in relation to
development projects that take place in developing countries. In order to achieve
consensus in the area of development within Third World countries, it is necessary
to implement strategies that will meet the needs of these countries as well as
interests of volunteers who are willing to participate in activities with focus on
development. For this purpose it is crucial to identify the factors that motivate
volunteers to participate in this area and implement these within the creation of

recruiting strategies of volunteering organizations.

This thesis was oriented on the topic of motivation of volunteers interested
in volunteering activities focused on the development of Third World countries.
The main aim was to identify motivational factors of Czech volunteers for
participation in volunteering projects in this field. Also there was a second area of
interest and that was the identification of motivational factors which motivate
volunteers to choose a specific country. To evaluate these factors the theoretical

approach of functional method was chosen.

Since the thesis is using a functional approach as a method for the
identification of main motivational factors of volunteers, six functional motives of
Volunteers Functions Inventory were used as a basis for evaluation of acquired data.
Those were: Values, Understanding, Enhancement, Career, Social and also

Protective function.

In case of First research question, according to the acquired and processed
data, it can be said that respondents were mostly motivated by their desire to help
people in need. This is, from the point of view of Functional theory, closely
connected to the Values function. Through that people express their altruistic values

by which their behavior is motivated.

Also there were slight differences in responses observed, considering the

gender of respondents. As was mentioned previously, women are mostly motivated
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by the functions connected with Values, Enhancement and Understanding and men
are, on the other hand, highly motivated by factors connected with career. These
concepts were mostly true, but there were few exceptions, when, for example,
women were more motivated by the factors as education and gaining of new
experience while man were, within the same set of given motivation factors,
interested more in helping to others. The value factor therefore still seems to be

predominant even in case of men.

In case of the second research question, function connected with
understanding was ranked first. It was, more concretely, an interest in local culture
and also an interest for this country in general. Respondents saw volunteering as
a good opportunity to visit countries they were interested into. Social function in

this case ranked on the last place.

Recommendations for further practice were also formulated together with the
summary of main findings of this thesis. Those could be used as a background for
the proposal of recruitment strategies for volunteering organizations to attract more
volunteers to get involved in projects focused on the development of Third World
countries together with the possible proposal of a controlling method for volunteers
that are already engaged volunteering activities. These findings could be used as

a subject for a further research.
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