FMDB Transactions on Sustainable Technoprise Letters

Impact of Inspirational Techniques on Engagement to Participate in
Volunteering Opportunities

Amit Mittal*", Long Tam Pham?, Bestoon Othman?, S. Saravanan® Tribhuwan Kumar®, M. Saranya®

Chitkara Business School, Chitkara University, Punjab, India.

2Graduate School of Economics, Osaka University, Suita, Japan.

3Department of Business Administration, Koya Technical Institute, Erbil Polytechnic University, Erbil, Irag.
3Department of Business Administration, College of Administration and Economics, Nawroz University, Duhok, Irag.
4Department of Multimedia, VIT School of Design, Vellore Institute of Technology, Vellore, Tamil Nadu, India.
°College of Science and Humanities at Sulail, Prince Sattam Bin Abdulaziz University, Al Kharj, Saudi Arabia.
5Department of Training and Placement, Dhaanish Ahmed College of Engineering, Chennai, Tamil Nadu, India.
amit.mittal@chitkara.edu.in?, longpt.aep@gmail.com?, Bestoon2011@yahoo.com?,saranrulz671@gmail.com?,
t.kumar@psau.edu.sa®,saranya@dhaanishcollege.in®

Abstract: The best way to define volunteering is as an unpaid action that typically promotes social welfare. Its primary
component of voluntariness sets it apart from other sorts of work. In addition to civic participation or personal compassion,
when someone discusses volunteering, they accidentally mention the federal system of gainful work, with which free labour
must coexist. Non-profit organizations differ from for-profit ones in several ways. A crucial aspect is that people donate their
time and labour to the group’s operations. The ongoing lack of new volunteers is one of the greatest difficulties non-profit
organizations face daily. We were interested in learning how non-profits compel and keep their members and whether and how
this activity may have been enhanced. According to research on volunteer-involving organizations’ motivating strategies,
people are primarily inspired to volunteer by their aspirations for social action and their feelings of usefulness and production
at their service posts. The study also demonstrates how rewarding volunteers for their efforts and giving them feedback might
motivate them to do better. The study’s findings suggest that incentive strategies used by volunteer-involved organizations
must be profitable to both the organization and its volunteers.
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1. Introduction

According to Vargas [18], an effective operational responsibility inspires an organization’s personnel to contribute more
effectively to its goals. This is mostly accomplished by having the company compensate its employees for satisfactory
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performance. Wong et al. [44] have identified the psychological mechanisms that lead to the arousal, direction, and persistence
of voluntarily undertaken goal-directed behaviours as motivation. According to Vorotilkina & Koroleva [43], which cite [11],
there are several different theories of motivation. The functional approach to motivation, which explains the purposes provided
by acts, is widely accepted by psychologists. These activities, which may include volunteering, can fulfil various purposes [17].
Allowing exceptional advancements in healthcare, drug development, genomic research, and other areas requires integrating
the most recent innovations in biochemistry computing performance, processing images, and computer models [14]. Scientists
are developing novel, interesting, and personally therapeutic approaches for leading longer, healthier lives than previously
thought possible by combining all these discoveries. Technology has never been more widely accepted in many ways than
today [18].

The public seems to be spoiled for choice with an ever-growing selection of popular science publications on topics ranging
from astronomy to warming temperatures to evolution and even channels devoted to science output [44]. Contrarily, there is
paradoxically also a growing gulf between science, researchers, and the world, which is undoubtedly visible in the biological
sciences [21]. Interest and knowledge level are two ways in which there is a disparity [30]. It is not shocking that the general
public lacks comprehension of and interest in scientific matters since high-profile scientific topics are still so frequently
misinterpreted by people in the public eye. In areas like biological sciences, where the proof is all surrounding them and might
be easily seen, enjoyed, and studied by people worldwide, it ought to be the simplest to solve this unhappiness [43]; [11].

Compare this perspective to sociologists who adopt a symbolic theory of motivation, which symbolizes explanations created
to justify or even excuse behaviours and, as a result, has subjective meanings tied to individual behaviour [10]. A systemic
strategy for volunteerism is predicated on the notion that different people may perform the same volunteer activities while still
having fundamentally different motivations. One person may offer to visit individuals in hospitals to support lonely people and
display personal values [23]. Another person’s commitment can be solely spurred by their desire to work there eventually [24].
With the rise of social awareness and an appetite for personal connection, volunteering has become an increasingly significant
force in society [6]. According to statistics, an estimated 40% of Americans volunteer annually [2].

Additionally, as 85% of charities have little to no paid personnel, volunteers constitute the foundation of these institutions [5].
People’s capacity, integration into society, and sensitivity to societal activities all increase as a result of volunteering [16].
Additionally, volunteers are crucial to campaigns that support sustainability or growth and meet the demands of the current
generation without impairing those of future generations [26]. Given the popularity and importance of volunteering [15],
comprehending volunteer dynamics is now more crucial than ever [22]. Furthermore, volunteering might simultaneously meet
a person’s various, distinct psychological needs. Communicating empathy and trying to develop fresh skills and viewpoints on
the world don’t clash with one another [9]. By having a greater understanding of how the inspiring behaviours employed by
voluntary organizations influence volunteers’ urge to volunteer and contribute in the environments of developing nations,
administrators in such organizations can undoubtedly create enhanced motivation practices [29].

Any country is the primary topic of this essay. This essay aims to evaluate how much a company’s volunteer motivation
strategies influence the need for volunteers and their performance [35]. Motivating volunteers continues to challenge
organizations that rely on volunteers [6]. These difficulties include figuring out the different reasons why volunteers are
motivated and putting strategies in place to match those reasons; preserving member passion at a record-breaking peak; a lack
of oversight and funding to implement recruitment strategies; and contributors with irrational motives that organizations are
unable to regulate, which causes organizations to ignore volunteer incentive completely [34]. Keeping volunteers on board will
be challenging if a corporation does not prioritize encouraging them [40]. Volunteers would be challenging and unlikely to
perform to expectations [41]. As a result, organizations would be forced to resume the costly and time-consuming process of
recruiting volunteers [7].

2. Important Characteristics of Contributing

As a result, volunteers are essential to an organization’s ability to function. If you are confident that your volunteers [8] will
remain, it will be much simpler for your organization to make decisions and plan for the future. Most organizations are aware
that this is a recognized issue in non-profit organizations. They are ready to work without knowing how many employees they
will have in the future, although knowing more in advance would simplify their job. This suggests that the operations of non-
profit organizations are subject to known uncertainty. According to Grundy [9], employees are mostly motivated by money.
However, volunteers shouldn’t be motivated by financial benefits, per [31]. At the end of the month, volunteers do not earn a
wage as employees do. As a result, unlike other employees, businesses must create a variety of motivational mechanisms for
those who work for them [36]. Therefore, it may be claimed that people engage in volunteer work for various reasons.

The theories of instrumental reinforcement, which suggest that workers behave in a manner that earns them money and refrain
from activity that earns them punishment, serve as the foundation for reward systems [39]. The previously discussed research
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has outlined various intrinsic motivating elements, such as emotions of accomplishment and contributing to the public good,
that may be used by management to try and persuade volunteers to stay with the organization [38]. However, we haven’t found
enough research done by examining the manager’s perspective, including what steps are being taken to keep current volunteers
[32]. Are managers genuinely aware of what they must do to inspire and keep their volunteers? Do they know how they are
coping with this? Do they know how this job may be done better? [37] explains how social support within a non-profit
organization is essential for a successful volunteer program and how volunteers need to feel supported from within the
organization to stay with the program.

Organizations that use volunteers as employees pay a high price for their subpar performance. In addition to finance
expenditures, involving volunteers within an organization has far greater costs. Staff time can become expensive through
monitoring efforts, training expenses, and other factors like office building for volunteers. It is simple to conclude that the costs
of having the volunteer much outweigh the advantages of including them in the company when an institution necessitates such
costs and the volunteer performs below adequate levels [2]. However, many volunteer managers don’t spend the time
investigating how to inspire their volunteers. A variety of factors may explain this type of attitude. Since the volunteers would
likely soon leave the organization, it can be considered a non-essential activity, or managers might believe that since someone
has volunteered to serve, motivation shouldn’t be a problem.

Sakinofsky et al. [29] assert that most managers fall short when it comes to encouraging and assisting their staff to do better.
The terms “grind it out mode” and “high-performance mode” relate to two different ways managers get their staff work done.
Employees with the grind-it-out mentality aim for preset objectives, put in a lot of effort, and feel exhausted and relieved. The
board realized that this might be the finest or the only strategy for long-term success; thus, they used a variety of pressures and
incentives to impose conformity to organization-sanctioned procedures. Employee burnout and exhaustion are stark indicators
of the effects of such practices [13]. On the other hand, the greater mode aspires for results that are better than expected, as
well as smooth and enthusiastic workers once everything is said and done. With less effort and stress, the organization can
provide far higher and more sustainable performance. According to Mezirow [16], performance gaps, or the difference between
what people are doing today and what you would like them to do, are a problem that is intimately related to performance.

Needs have an impact on motivation, according to motivational content theories [28]. Employees and volunteers who contribute
their skills and time voluntarily and without being forced are both humans. It can be argued that volunteers’ requirements affect
their motivation because of the human element. VVolunteers do so for various reasons, such as to get experience, give back to
society, or learn something new. So, it seems that organizations might not prioritize creating volunteer motivation techniques.
Without it, organizations may observe changes in volunteer behaviour, such as low motivation, reduced role contribution, and
a lack of dedication to the cause. This, in turn, impacts the organization’s progress toward accomplishing its objectives.

According to Martinez [15], financial incentives are insufficient to inspire workers and volunteers today. Organizational
connection is a factor that has drawn more attention in research because of its connection to satisfying experiences with
volunteering. As a result, many businesses are emphasizing non-financial incentives to increase user and retain staff. However,
the preponderance of research in this area has focused on Western industrialized nations. The present research largely focuses
on emerging economies, specifically a country, to determine the consequences of corporate motivating strategies on volunteers’
motivation to volunteer and performance. Organization identification is cited as a viable method for capturing the breadth of
the volunteering notion in an up-to-date analysis of the volunteer-related literature [28]. Organizational identification is very
important for retaining volunteers [1]; the more a volunteer feels connected to their entities, the more probable they will
continue in their positions.

The volunteer literature has not yet looked at the variables impacting the organization identification variable. Understanding
the variables that affect organization identification is therefore useful. By finding particular communication aspects that
contribute to volunteer organization identification and retention, this study aims to add to the body of scholarship on the subject.
We can help organizations increase volunteer organization identification and retention by outlining these elements. In this
study, we pay particular attention to determining which organization’s communication practices best contribute to volunteer
agency branding and continued involvement [25]. We postulate that interpersonal connections with coworkers, internal
correspondence like periodicals from a company, outside communications like social media postings on websites like mission
statements, and interactions with other volunteers all contribute to a positive perception of an organization. We further
hypothesize that the sum of these effects has a favourable impact on persistence [44].

There isn’t enough research to help us predict the precise effects of motivating organizational techniques on volunteer
performance in an Asian setting. However, as mentioned before in this work, we could assume data describe the impact of
outcomes that result on participant performance. Therefore, this study focuses on the motivating organizational strategies that
exist in volunteer-involved organizations, as well as how much of an impact they have on volunteer performance and motivation
to give again.
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Since it’s crucial to consider that effective learning occurs through intensive reflection that overcomes all barriers, it’s important
to note that a student’s education shouldn’t be based exclusively on significant learning. These students then assist instructors
in experiencing transformative learning by allowing students to do so. This theory is founded on participation-based learning,
which occurs when students engage in activities outside of the classroom [29]. Thanks to this novel learning opportunity,
students can use their knowledge and participate in a context other than the classroom [13]. The activation of transformative
learning is made possible by critical reflection on practical experiences because reflection prompts students to reconsider the
situation and their perspective to take action [16].

The organizational theories explain how executives should improve motivation, promote organizational commitment, and
increase retention. The theories that explore motivation were utilized to see what various types of factors motivate people. The
pick of sources could be criticized because some notions Rodriguez-Gallego, [28] are more broadly addressed and not especially
directed towards non-profit organizations. Even though we have opted for a structure where the management assigns volunteers,
they also apply to non-profit organizations. If students accomplish this correctly, it means that they have learned transformative
lessons through discussion and reflection [12], as opposed to what is referred to as financial instruction, when sluggish pupils
employ their distinct internal training regimen, which is isolated from the wider world. It is important to underline the
connection between theoretical knowledge acquisition and its application in various contexts.

According to research, experiences are necessary to enhance the relationship between theory and practice when it is necessary
to reinforce inclusive education skills. This is all because when students participate in community service-related activities,
they learn about instances of inequality and become conscious of any misconceptions they may harbour and should work to
dispel them [1]. According to scientific studies, university students who volunteer in schools have been shown to receive useful
professional experience [3]. This connection demonstrates how student and university volunteer learning and values have
improved [33]. The contributing practice must thus be explicitly linked to the advancement of their classroom studies and the
growth of their professional skills. Some studies emphasize the significant benefits of volunteering in underprivileged settings
where difficult circumstances help students broaden their experiences.

3. Methodology

The local volunteer bureau’s agile methodology involved several structural modifications to increase the appeal of volunteering
to current and possible new members and to accommodate demands from other spheres of life better. Irrespective of whether
they favour or oppose these changes, how volunteers assess the anticipated changes in the voluntary department and what
benefits or drawbacks the improvements contain from their viewpoint count heavily in their judgments. The study found that
the best predictor of commitment to these changes was the perceived suitability of the changes to the organization and the
context in which it finds itself. Thus, garnering their support depends heavily on how much the dedicated think that the intended
improvements are suitable and relevant for their institution.

Organizations nowadays are working to create networks of joint education, where academic institutions collaborate with
businesses and civic groups to enhance and deliver high-quality education capable of addressing the difficulties of societal
change and capturing its potential. Particularly, learners majoring in teaching and education feel that participating in voluntary
work strengthens their professional development and preparation. According to the writing, social sciences majors had more
constructive opinions of volunteering than teaching majors because of their distinctive professional and personal traits, which
include empathy, career interests, and perseverance. Volunteering is now highly sought after in professional circles since it
offers the knowledge required to resolve issues in particular systems.

The consequences of volunteering can be felt by the people who receive the services, the non-profits that offer those services,
and the volunteers themselves. The contentment with volunteer work and the emotional tiredness felt while executing volunteer
chores are pertinent consequences of offering to volunteers, and these are being explored in special detail. Because studies
indicate that the fit person-environment has someone consequences, such as on job satisfaction, job performance, or both mental
and physical health, we will use the appropriate person-environment perspective in this study to reflect on the match between
the person and an atmosphere that may or may not satisfy those motives. Today’s businesses may desire motivated young
employees who are interested in the growth of their company when they are hired as a result of the development of volunteerism;
in other words, these businesses may seek out young individuals who may offer positive ideas while simultaneously developing
their personalities and their professional interests. Because they give students a set of expert abilities that enhance the level of
their learning outcomes and are a result of the experience of giving service to belonging that improves the lives of those who
reside within it, educational programmers associated with volunteering are, therefore, a crucial factor to take into consideration.

The questionnaire was divided into three sections: a piece on demographic data, a section on different motivational strategies,
and a section on how these strategies affected volunteer performance. Data from the volunteer managers was gathered using
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standardized questionnaires with three elements. The first segment focused on statistical profile, the second on the many types
of incentives represented in their organizations, and the third component focused on the connection between effective
motivation techniques and contributors’ readiness to volunteer repeatedly. We examined an ou pas (accidental) sample of N =
985 for this investigation between the ages of 18 and 23 who are in their first through fourth years of study out of individuals
who participated in volunteering, the Melilla Faculty of Teaching and Sport Sciences (94.25%) and the Malaga Faculty of
Education Sciences (56%) had more female volunteers. 95 percent of the total number of pupils were participants. The students
were enrolled in the Joint Doctorate in Primary School, Regular Exercise, and Exercise Science (a speciality in primary
education), the Certificate in Early Childhood Development, the Diploma in Education Today, and the Certificate in Social
Education (9.3 percent). To make sure they were comprehensive, questionnaires were classified and modified. The data was
examined with the aid of qualitative data. The data processing was done with Microsoft Excel. They are presented as charts
and figures to make the results easier to grasp.

4, Results

The motivating strategies that are accessible in volunteering-involved organizations and how they impact volunteers’
enthusiasm to contribute once more were the subjects of the study. The initial part of the investigation focused on twelve
additional motivating behaviours that the researcher [20] discovered to exist in Information systems. These included
participations in decision-making, feeling useful and productive, association with a topic or organization, talent development
and future employment opportunities, educational pressure, compensation, and continuous post-volunteer interaction. There
were various configurations among these activities, with six participants each [42]. The first cluster looked at societal change,
involvement in families and friendships, commitment to causes or interests, learning skills, and probable future careers. The
second sample looked at scholastic sway, group effort, rewards and incentives, utility and productivity, and continual reply
communication.

The second section of the analysis focuses on the performance of the volunteers and how organizations’ motivational strategies
impact that performance. The researchers examined the impact of twelve environments conducive to volunteered performance.
Prizes, feedback, applicable skills, unclear roles, and positive cultural fit. They included published documentation, a detailed
team compensation system, and a competency evaluation. Other elements included praising success. For simpler analysis, these
have been separated into two clusters. The first cluster looked at ways to celebrate achievement, a culture of exceptional
productivity, specific work expectations and methods for evaluation, as well as criticism, rewards, and necessary skills. The
second cluster looked at documented position descriptions, clear roles, effective organizational culture, team incentive systems,
competency, and supportive environments.

4.1. Participants’ Serving Activity and Impact on Them
Findings on the influence of job incentive methods on motivations are presented in this section.

Table 1: Strategies of encouragement and the desire to contribute

Reaction Techniques of Desire and Periodicity in Statistics
Interpersonal Incorporati | Connection to competence Earning Becoming an
Engagement on of a concern advancement Potential acquaintance
kinfolk
Strenuously 65% 31% 52% 57% 55% 48%
Understand 42% 43% 53% 51% 44% 36%
Bland 4% 36% 17% 22% 26% 24%
Dislike 1% 21% 10% 11% 12% 13%
Stand In 7% 23% 12% 1% 12% 10%
opposition

The motivation of volunteers to volunteer in connection to organizational motivating methods is shown in Table 1 as replies.
According to the data, 65% strongly agree, and 42% agree, so if volunteering resulted in collective reform, donors might be
encouraged to participate, like assisting someone in need. In contrast, 7% strongly disagree, and 4% are neutral. Responses to
whether it is a good idea to involve the family in volunteering were ambiguous because 57% of respondents said doing volunteer
work would drive them to involve their families. 11 percent strongly disagreed, and 26 percent were neutral. According to the
data, the third incentive strategy is the opportunity to assist with a subject or organization they support. Of those who agreed,
52 percent agreed, 10 percent strongly agreed, 53 percent were neutral, and 10 percent disagreed.
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A total of 79 percent of respondents said they would volunteer if the incentive allowed them to develop their skills, compared
to 11 percent who were neutral, 4 percent who disagreed, and none who strongly disagreed, according to research on
professional growth as a motivational practice for volunteering. Table 1 also shows that 57% strongly agree and 51% agree that
people would be driven to volunteer if the prospect of work in the future existed. In comparison, 22% were neutral, 11%
disagreed, and 1% strongly disagreed with this kind of incentive. When asked whether making friends would motivate them to
volunteer in the future, the final motivational practice in this cluster, 44% agreed, and 55% strongly agreed, totalling 30% of
those agreeing. In comparison, 26% were neutral, 12% strongly disagreed, and 12% disagreed, giving rise to the researchers'
arrival that the majority of the This constellation of motivating strategies could perhaps inspire contributors to assist. Figure 1
displays volunteers’ reactions to organizational motivation strategies and their motivation to contribute.

0.7 1.2
06 1
05

0.8
04

06
03 7

04
0.2
0.1 0.2

0 0

Figure 1: Actively engages incentive and talent management strategies

Whether academic leverage can inspire volunteers to volunteer is one of the other issues this cluster looks into. According to
the findings, 83% of respondents support this type of incentive strategy, with 54% strongly agreeing, 43% agreeing, 29%
neutral, 5% strongly disapproving, and 26% opposing it. Receiving passing grades might encourage students to give. The results
also showed that 52% agreed, and 40% generally agreed that they might be inspired to volunteer anew if they were part of
decision-making. In comparison, 23% were indifferent, 2% strongly disagreed, and 6% disagreed with this statement. A
significant 85% of respondents, or 52 percent, strongly agree, and 43 percent concur because if a person’s efforts were
appreciated and acknowledged, more individuals would be motivated to volunteer. In contrast, only 21%, 3% strongly
disagreed, and 4% disagreed with this firm’s effectiveness as a motivating technique.

10 20
Figure 2: Community outreach competence and drive
When asked if management’s emphasis on meeting new and unmet needs will encourage volunteers to volunteer again, 82%

of respondents said yes, with 46% strongly agreeing and 36% agreeing, as opposed to 14% who were indifferent, 1% strongly
disagreed, and 3% who disagreed. According to Figure 1, 49% of volunteers strongly agreed, and 37% concurred that if their
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assignment made them feel useful and relevant, they would be motivated to volunteer. Only 14% of respondents were
indifferent, meaning they didn’t firmly actually agree. The results also suggest that 82% of respondents agreed that receiving
consistent post-volunteer correspondence from the organization would increase their likelihood of volunteering again,
compared to 14% who were neutral, 3% who disagreed, and 46% who strongly disagreed. Again, based on these findings, we
concluded that any volunteer-motivating strategy would encourage people to volunteer again. A graphic representation of the
impact of motivational factors on volunteer performance is shown in Figure 2.

The results show that 63% of respondents agree, 54% strongly agree, 1% strongly disagree, 23% disagree, and 6% are
indifferent that they would be driven to perform if volunteer achievement was rewarded. 56 percent strongly agree, and 57
percent agree when asked whether the institution’s high achievement culture impacted achievement. On the other hand,21%
disagree, 2% strongly disagree, and 22% agree that a company’s performance culture would encourage employees to perform
well. The outcomes also show that contributors would be more driven to succeed if there were explicit work requirements and
ways of monitoring, with 68% of them strongly agreeing to this and 49% agreeing. In contrast, 8% are neutral, 2% disagree,
and 3% strongly disagree. In addition, the study finds that 58 percent of respondents strongly agree, 45 percent agree, a minority
of 2 percent strongly disagree, and 9 percent are neutral that feedback substantially influences volunteer performance. The
effects of motivating factors on volunteer performance are also reported as favourable by the other three components in this
cluster. 86 9 percent of volunteers concur that rewards will likely spur them to action. The percentages are as follows: 55%
agree, 46% strongly agree. 26 % of respondents were neutral, 2% strongly disagreed, and 3% disagreed with the idea that
incentives play a role in motivation. The results also show that 55% strongly agree and 45% agree that volunteer performance
would be motivated by organizational support. Two percent disagreed that receiving organizational support would not drive
them to perform better, leaving thirteen percent (24%) neutral. When examining the connection between relevance and
performance, it was found that 54% agree and 48% agree that if volunteers possessed the abilities needed for the opportunity,
they would be more driven to do well, whereas 26% were neutral, and 3% strongly disagreed. Figure 3 depicts six more elements
that could persuade participants to participate in the activity.
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Figure 3: Community outreach productivity and drive

According to the results shown in Figure 3, 86% of volunteers believe that when their duties are unclear, they lose motivation
to perform. Of those volunteers, 53% agree, and 24% strongly agree. Of the participants, 26% are ambivalent, expressing
uncertainty about the effect that ambiguous jobs have now on their productivity. 10 % disagree, however, that ambiguous roles
will demotivate people. A solid organizational culture is crucial to inspiring volunteer performance, according to 89 percent of
volunteers when asked about the impact of organizational culture on performance. Of those, 52% strongly agree, and 48%
agree. 7 percent of the volunteers who participated in the survey were undecided about corporate culture and performance. In
comparison, three percent disagreed, suggesting that a positive organizational culture was not significant and would not inspire
volunteers to work hard. 60 per cent of volunteers believe that a system like this will demotivate them, diminishing volunteer
performance, according to research on team reward systems that found 35% strongly agree and 37% agree. On the other hand,
11% of the volunteers disagreed, 23% strongly disagreed, and 26% were ambivalent that receiving rewards as a team would
demotivate them and, hence, have no impact on their performance.
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Figure 4: An outlook of strategies of encouragement and the desire to contribute

Figure 4 lists the additional motivational elements that were identified and positively affected volunteer performance. The
results show that 56% agree, and another 35% strongly agree that participants will be motivated to perform when they feel
competent. Only 8% of respondents disagree, and 9% are only one colour. 52% of poll participants agreed that having a
supportive workplace will motivate them to work more. This was further backed up by 89%, or 53%, of the volunteers agreeing
that a positive setting is required to improve concerts. 10% of respondents only had one colour, and 3% didn’t think this aspect
enhanced volunteer performance. According to the research, having a written work description is essential for employees to
feel motivated to perform, with 39% strongly agreeing and 36% agreeing. 26% of respondents were neutral, indicating that
they would be driven to perform whether or not there was a specific post description. However, 5% of respondents contend
they are driven to perform without a defined job description.

5. Discussion

This study determined how business incentive programs affect volunteer and worker motivation. The study’s findings
demonstrate that various aspects are required for volunteers’ performance to improve and that, if effectively implemented,
organizational incentive practices will motivate volunteers to serve. We argue that because volunteers frequently donate their
time for free, they aren’t always inspired by the same things that motivate paid employees. Although we acknowledge that
basic statistical information cannot prove this with certainty, it is simple to assume that certain characteristics predict people’s
eagerness to contribute & perform in this case. It has been demonstrated that scenarios where diverse educational skills are
reaffirmed, are necessary to improve the theory-practice relationship. This is all because kids who participate in community
service activities learn about instances of inequity and become aware of any misconceptions they may have and should work
to overcome. College pupils who volunteer for educational institutions are shown to get valuable expertise, according to
scientific research. This connection demonstrates how student learning, academic volunteer education, and values have
improved. Hence, it must be stated that the volunteering experience is directly tied to the advancement of students’ academic
learning and the growth of their professional abilities. According to several research, volunteering in underprivileged areas with
extremely difficult circumstances can significantly improve students’ experiences. Many nations are creating initiatives at
educational institutions where students can take part and learn about many topics from the outside world. They will profit from
this since it makes their curriculum more glamorous.

This learned knowledge depends on motives that help to comprehend how attitudes form and evolve in people, which in turn
take shape based on cognitive beliefs, with motivations being the most important factors in attitude formation. VVolunteers who
work in cultures that promote collectivism put the group’s needs first, leading to high dedication and personal fulfilment. The
external benefits connected to economic and community intentions, such as relationships, skill development, job opportunities,
and honour, are tied to work in individualized environments where selfishness predominates. Social needs like love and
acceptance are important motivators, which is in line with Maslow’s conventional theory of motivation. This was consistent
with the study’s findings, which show that most volunteers agree that being a part of a group or volunteering for a cause would
motivate them to do so. Resource managers added that fostering a sense of belonging and supporting participants’ professional
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networks are important components of their organizations’ motivational strategies for satisfying volunteers’ need for belonging.
These results align with a theory clarifying the connection between needs and behaviour.

6. Findings

The research findings indicate that people would be more likely to volunteer if they felt their actions would benefit society and
make them feel useful and effective. This compares favourably with [25] research, which discovered that the Guide
Association’s most often mentioned reason for volunteering was to help others. They went on to add that their main motivations
for volunteering were their need to feel helpful or productive and their desire to volunteer as a family because it promotes
family togetherness. Paula [19] asserts that family stress may be reduced by, for example, volunteering with a spouse.
Additionally, they contend that people engage in volunteer work to fulfil important psychological and social goals, which
egotistical or selfless motives may drive. Participants will devote their time—the major and frequently scarce resource—
without much fuss in the organization’s growth if they think the aims are appropriate and significant. This circumstance fits the
definition of conventional volunteer work when time and resources are donated without expectation of payment for the benefit
of the community.

However, volunteer managers did not refer to encouraging family assistance, internships encouraging social action, or ensuring
volunteers feel valuable and productive as their preferred methods for inspiring members of Zolamine. Contrary to the assertion
made by Darling-Hammond [4] that people are motivated when responding to conditions that result from internal and external
pressures, some organizations insist that it is only their responsibility to encourage volunteers. This highlights how the
motivating strategies used by the organization and the needs of the volunteers have a role in making sure volunteers are suitably
motivated [1]. According to the study’s findings, volunteers agree that management may motivate them to volunteer if it
addresses their newly discovered requirements and upholds post-volunteer correspondence. The volunteer managers didn’t
consider fulfilling the evolving and unmet needs of volunteers, such as using an incentive strategy they believe is essential or
motivation for supporters to support their organizations, such as frequent interaction. Managers must develop policies and
practices that address their staff’s evolving and unmet demands.

Three further factors motivating volunteers include the potential for skill development, participation in organizational decision-
making, and appreciation of effort through monetary and non-monetary rewards. The inferences made from the information
received from the volunteers' managers also point to the need for incentive and recognition programs. Volunteer managers use
two strategies: awarding awards and positioning volunteers in key positions. Research that demonstrated that paying employees
extra or acknowledging their accomplishments could excite them supports this position [27]. Employee participation in
decision-making increases their motivation. The findings also demonstrate that volunteer managers thought continual training
and professional development were among the most valued volunteer motivator methods. This is in contrast to the findings of
research [5] that looked at factors like performance and progress as motivators. The results show that, although managers in
the companies included did not follow the same procedures, all the traits examined were useful in motivating volunteers.

Using questionnaires for the volunteers and loose ones for the community administrators, the researchers hoped to understand
better how incentives might improve volunteer performance. According to the research’s findings, most respondents firmly
believed that obtaining feedback on their achievements was crucial and would, in turn, inspire them to work more. Volunteer
managers also think inadequate supervision and support, which consequently limits opportunities for feedback, plays a role in
the volunteers’ subpar performance. These results align with the Pregnancy Prevention [43]. The study concludes that
employees want feedback to understand how they are doing in terms of the expectations of their employers. This, in turn,
impacts how motivated they are to work.

The research’s authors found that most of the participants firmly agreed that clearly understanding what was expected of them
at work and how it would be assessed would encourage them to perform. The results concur with [16], who contend that if
workers point fingers at one another when things go wrong, it may be due to factors like ambiguously defined roles. Capco is
very clear about the necessity of creating employee performance criteria. Volunteers are more motivated when job goals, quality
objectives, and performance evaluation procedures are made clear. Efficiency and output consequently rise. Most volunteer
leaders also agreed that establishing a procedure for volunteers and adhering to it encourages contributors to success; however,
having misaligned expectations, such as mismatched aspirations on the position, is a factor that results in subpar performance.
The necessity of precise job descriptions and techniques for evaluating volunteers would be covered as a part of a volunteer

policy.

Volunteering as a means of professional growth was examined in Factor 1 from a professional standpoint. Communities and
governments acknowledge the value of volunteering for fostering social inclusion and sustainable economic development. One
of the intermediary factors for promoting is involvement in volunteer work. Upcoming employment Factor 2 concentrated on
developing the self through volunteer work. In Mezirow [16] and Rodriguez-Gallego [28], researchers examined how
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individuals’ ambitions for cooperation and self-gratification relate to their identity, social ties, and employment situations. In
order to explain the phenomenon of volunteering, altruistic-egoistic dualism was examined in relation to the next element,
which contrasts economic interest with solidarity.

7. Conclusion

The goal of this study was to further inform the student population on the importance of volunteering and the various passions
and driving forces that can motivate it. Due to its successful integration, volunteering is increasingly connected to positive traits
that improve social relationships and physical and psychological health. Some authors claim that volunteering can improve a
person’s emotional well-being and sense of self-worth while assisting them in overcoming emotions of hopelessness or
loneliness. Since these situations have arisen since the first wave of the coronavirus outbreak, we advise using these skills to
encourage contributors and enhance their organizational citizenship behaviour so that they can stick with the specific
organization as well as cognitive components, social fellow human, and motivation. People’s lives have been restructured as a
result of this. Maintaining open lines of communication with volunteers and the organization, encouraging a sense of
community or providing the possibility to support a cause or group, putting rewards and recognition programs into place, and
allowing volunteers to have a say in decisions are a few examples of how to do this. Organizations should not institutionalize
“other” techniques of motivating volunteers to participate in volunteers and suit their requirements. Different forms of incentive
strategies should be used depending on the audiences of the different volunteers. Before institutionalizing volunteers, the facility
should inquire about the motivating strategies they would find effective and relevant. However, organizations must balance
what volunteers value and what would benefit and be cost-effective for them. Future programs aim to lessen mental suffering
and boost volunteer happiness. It could particularly help develop volunteer management strategies that are distinct based on
volunteers’ ages and key motivations. Greater accomplishments and improved volunteerism will follow from this.

7.1. Future Scope

According to this theory, teens are more likely to volunteer in the future to gain new skills that could lead to more or better job
opportunities. The final element, social abilities acquired through volunteerism, was discussed. Since most studies demonstrate
that people view themselves as primarily motivated by “altruistic” motivations and that such motives score the highest on
morality scales, regardless of their age, race, or experience, people prefer to perceive themselves in this way. In the future,
comprehension can be ranked second most crucial on that scale. The study results show that volunteers believe that being
recognized and appreciated by the corporation will motivate them to work harder. These findings are very similar to those of
volunteer managers, who discovered that strategies for awarding and recognizing performance greatly impact motivating
volunteers. Other volunteer managers claim that reference letters can help enhance performance. A letter such as a reference is
one type of affirmation mechanism. These findings are consistent with those of other researchers who emphasize the value of
reward systems in motivating employee success. Systems for rewards and recognition motivate volunteers to keep giving their
all.
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