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Chapter 1

Introduction: Theory, overview of chapters, summang conclusions



2 Managing the volunteer organization

Volunteer work is unpaid work, without angligations, for the benefit of others and/or
society (e.g., Meijs, 1997; Pearce, 1993). Thiguaiform of helping behavior, which takes
place in an organizational context (i.e., at a mdevel, see Penner, Dovidio, Piliavin, &
Schroeder, 2005) implies that a deliberate ch@grade to provide aid to unknown others
over an extended period of time and at personas ¢@noto & Snyder, 1995, 2002).
Volunteers thus provide valuable services to sp@atl its members that would not be
available if they had to be paid (Davis, Hall, & e, 2003; Fisher & Ackerman, 1998;
Pearce, 1993). Due to the specific nature of tlugkywolunteer organizations can only
addression—materialfeatures to recruit, content, and retain volurgeResearchers (e.g.,
Boezeman & Ellemers, 2007, 2008a, 2008b, in pieasdey, 1986; Ellemers & Boezeman, in
press; Farmer & Fedor, 2001; Meijs, 1997; Pearg@31Wilson, 2000) have noted that there
still is much to learn about the organizationaldabr of volunteers. Building on social
identity theory (Tajfel & Turner, 1979) and the dadentity based model of cooperation
(Tyler, 1999; Tyler & Blader, 2000) this dissertatipresents a conceptual framework that
argues that status evaluations concerning the tedurganization as well as one’s own
position within the volunteer organization conttipositively to psychological engagement
and cooperation of individual (prospective) volwre Furthermore, in line with and
extension of this conceptual framework, in thisdrgation organizational features are
identified that may help engage and commit voluistéy inducing a sense of organizational
and/or individual value. These insights point to@ete interventions that can empower
volunteer organizations tetain (chapters 2 and 3 of this dissertation; see atsrBman &
Ellemers, 2007, 2008a)kcruit (chapter 4 of this dissertation; see also Boezefnghemers,
2008b) anccontent(see the studies conducted by Boezeman, EllemedsDuijnhoven on
volunteers’ job satisfaction, reported in Ellem&rBoezeman, in press) volunteer workers

(see Table 1 for an overview). In order to furtbentribute to the literature on the
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organizational behavior of volunteers and to furtinep volunteer organizations to improve
the work satisfaction of their volunteers, it issexned (chapter 5) how intrinsic need
satisfaction (Deci & Ryan, 2000; Ryan & Deci, 200@ying volunteer work relates to the job
attitudes of volunteers. Additionally, in ordergmpirically address the argument that the
organizational behavior of volunteers is differénin that of paid employees, it is assessed
whether volunteers differ from paid employees (pering identical tasks within the same
organization) in the way in which they derive theip satisfaction and intentions to stay a
volunteer with the volunteer organization from imsic need satisfaction on the job.
Volunteer motivation as an organizational problem

Previous research on the organizational\dehaf volunteers has addressed the
motivation to volunteer from different perspectivBgarce (1993) characterizes this research
as either focusing on individual motives for volesring (e.g., Clary, Snyder, Ridge,
Copeland, Stukas, Haugen, & Miene, 1998; Cnaan Kiliawg-Glen, 1991), or as specifying
demographic, socioeconomic (Wilson, 2000; see Bé&ddkers, 2004), or personality
characteristics of (potential) volunteers (e.grl&@aDkun, Knight, & De Guzman, 2005). By
contrast, the present contribution (chapters and,4) considers how the motivation of
individual (prospective) volunteers relates to pered characteristics of the volunteer
organization and identifies specific features of the voluntegyanization that are likely to
elicit, enhance, and sustain motivation among (gosve) volunteers.

Previous work has addressed the recruitnsatisfaction, and retention of volunteers as
separate macro-level processes, which depend famnetif variables (Penner et al., 2005).
However, it has also been suggested that thesdomagnsidered as subsequent stages of
volunteer involvement (Omoto & Snyder, 2002). Imeliwith this approach, in this
dissertation (chapters 2, 3, and 4) a single pansious model is developed which can help

understand and predict volunteer motivation aed#ht stages. This is not only relevant for
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analytical purposes but also of practical interastit offers a way for volunteer organizations
to address the retention (chapters 2 and 3, sedalzeman & Ellemers, 2007, 2008a),
recruitment (chapter 4, see also Boezeman & Ellsp2808b), and satisfaction (see the
studies conducted by Boezeman, Ellemers, & Duijehnoveported in Ellemers & Boezeman,
in press) of volunteer workers in an integral fashi

This approach builds on previous work in this asea] examines social identity
processes (Tajfel & Turner, 1979) as relevant éontfotivation of individual volunteers.
Nevertheless, the current analysis also extendsquework in that it addresses the way
individuals perceive specific characteristics @& ttolunteer organization and their position
within it as important determinants of such idgntibncerns. That is, while previous work
considered how individuals relate to theget groupthey are trying to help (e.g.,
homosexuals vs. heterosexuals in AIDS-volunteer&mon et al., 2000, or members of the
National Association to Advance Fat Acceptancerr8éi et al., 2008), the focus of the
present contribution (chapters 2, 3, and 4) is@n Wolunteer workers relate to thelunteer
organizationin which they perform these efforts. In doing tlsnodel that has been
developed to understand how non-material concenpadt on the motivation and
cooperative intent of paid employees (Tyler, 19Bder & Blader, 2000) is extended. It is
not self-evident that existing insights on the watiion of paid employees help understand the
organizational behavior of volunteers, as therdamdamental differences between the work
conditions of these two types of workers (Chaanas€lo, 1999; Farmer & Fedor, 1999;
Pearce, 1993). Standard control mechanisms thatsagtto monitor and direct the behavior
of paid employees (such as financial rewards, ectugal obligations or career prospects)
simply are not available in the case of volunteerk®rs, as compensation and incentives are
symbolic instead of material (Pearce, 1993; see Bllemers, De Gilder, & Haslam, 2004,

Farmer & Fedor, 1999; Haslam, 2004). Thus, evenghgelf-oriented as well as other-
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oriented concerns may be relevant to the motivaiforolunteers (e.g., Clary et al., 1998;
Omoto and Snyder, 1995), these refer to psychagiatcomes and benefits, which have no
legal or material basis.
Social identity and work motivation

In view of the special nature of volunteariwas detailed above, the present contribution
(chapters 2, 3, and 4) takes a social identity @gugr to examine the organizational behavior
of volunteers (see also Tidwell, 2005). Social idgrtheory (Tajfel & Turner, 1979) posits
that non-material concerns, such as status evahsa#ind the subjective valuation of group-
based identities, affect individual behavior inyge and organizations. This theory is based
on the assumption that people derive (part ofy thai-image from the groups and
organizations they belong to — this is referredgdheir social identity. As a consequence,
organizational characteristics that are positiveled can contribute to a positive social
identity, inducing feelings of self-esteem and-sedirth. As social identity theory assumes
that people prefer to feel good about themselWestiteory maintains that people generally
consider it attractive to be included in groups arghnizations that contribute positively to
their social identity (see also Ashforth & Mael 889 Ellemers et al., 2004; Haslam &
Ellemers, 2005; Hogg & Terry, 2000).

Based on social identity theory, Tyler andd@r (Tyler, 1999; Tyler & Blader,
2000, 2001, 2002) have argued that when organizdtimembers view their organization as
having high value, this facilitates their psychabtad and behavioral engagement with their
organization. In addition, Tyler and Blader (Tyl2999; Tyler & Blader, 2000) have
proposed that organizational members also evatbateindividual position within their
organization as a potential source of positive-eetfluation, social identity, and
organizational engagement. Thus, feelings of omgditinal pride (the conviction that the

organization has high value), and individual resjjgne feeling that one is valued as a
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member of the organization) are seen to contritufesychological engagement and
cooperation with organizations.

This model has received empirical suppannficorrelational studies among paid
employees (Fuller et al., 2006; Tyler, 1999; TyeBlader, 2000, 2001, 2002), which have
demonstrated the explanatory value of pride angeisn accounting for cooperative intent
above and beyond the effects of material reward®ocrete individual benefits (see also
Sturmer, et al., 2008). Additionally, experimermrgdearch among various types of group
members (see for instance Branscombe, Spears, dtiea Doosje, 2002; Doosje, Spears, &
Ellemers, 2002; Ellemers, Wilke, & Van Knippenbet§93; Sleebos, Ellemers, & De Gilder,
2006; Simon & Sturmer, 2003) has further demonestr#tat evaluations of pride and respect
contribute to psychological engagement and cooje@ratith groups and organizations.

In this dissertatiomride will be examined as referring to the extent tochhpeople
derive a sense of value from their association thiéwolunteer organization (e.g., “l am
proud of being a member of this organization”), eegpectas indicating the extent to which
people feel valued as individual workers of theunbéer organization (e.g., “I feel respected
as a volunteer by this organization”). In the stgdieported (chapters 2, 3, and 4) that focus
on pride and respect (Tyler, 1999; Tyler & Blad®(00),psychological engagemewith the
volunteer organization will be addressed by exangirganizational commitment and
attraction to the volunteer organization, and thiengness to participate and the intention to
remain will be addressed as relevant indicatotsebfvioral engagementith the volunteer
organization.

A social identity model of engagement with volunteganizations

Based on the work of Tyler and Blader (TylE399; Tyler & Blader, 2000, 2001, 2002),

it will be examined (chapters 2, 3, and 4) whetherprocesses they specify also help explain

the engagement and work motivation of individudlwmbeers within volunteer organizations.
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The primary goal of volunteer organizatiato help society and its members through
their services. The fact that these services woate available if they had to be paid for is
generally considered a positive feature of volunteganizations (e.g., Fisher & Ackerman,
1998; Harris, 2001; Pearce, 1993). Accordinglys @rgued that the perceived importance
and effectiveness of the volunteer work indicabesdtatus of the volunteer organization, and
can be a source pfide to its members. Hence, it is expected that indi@idprospective)
volunteers (anticipate to) experience pride whey tharticipate in a volunteer organization
that they see as effective in helping its clientated are psychologically and behaviorally
engaged with such a volunteer organization asidtres

Volunteer organizations are generally expetd direct their efforts and resources to
benefit their clientele — not to their volunteernkers (Handy, 1988). Under these
circumstances, the provision of support to indiaideolunteers can be seen as
communicating that they are valued by the orgaimmatind be an important source of
perceived or anticipatagspect This is why it is predicted that individual (ppestive)
volunteers (anticipate to) feel respected when #eytheir volunteer organization as
investing in them through the provision of orgatizmaal support, and are psychologically
and behaviorally engaged with the volunteer orgation as a result.

Chapter 2 Pride, respect and the work motivation of volunseer

Chapter 2 addresses how pride and respecel@vant to the work motivation of
volunteers. That is, chapter 2 presents a prelirpisiudy that addresses the validity of the
reasoning that perceptions of the importance of/ttenteer work and organizational support
induce pride, respect, and engagement with thentedu organization among volunteers. To
examine how pride and respect contribute to thekwaotivation of volunteers, in this
preliminary study measures were developed to assdssteer pride and respect, as well as

to assess the perceived importance of the volumteds and perceived task and emotional
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support as antecedents of pride and respect. ifsigpfeliminary study was conducted among
a sample of 89 fundraising volunteers from a Dwichinteer organization whose primary
mission is to find a cure for cancer by fundingernt scientific research.

First, confirmatory factor analyses indichteat pride and respect could be assessed
independently from the perceived importance of mtéder work and from perceived (task and
emotional) support provided by the volunteer orgation. Second, as predicted, the extent to
which volunteers perceived their volunteer worlb#oof importance to the clientele of the
volunteer organization predicted their experieniceriole. Likewise, the extent to which
volunteers saw their volunteer organization as iping them with task-and emotional
support predicted their experience of respect.dlhire experience of pride and respect in
turn predicted the extent to which individual vdleers psychologically engaged with their
volunteer organization, as indicated by their orgaiional commitment. Finally, structural
equation modeling with EQS 6.1 (Bentler & Wu, 200dhfirmed that the effects of the
importance of the volunteer work and the suppatioled by the organization on
psychological engagement with the organization weeediated by pride and respect,
respectively.

This first study, conducted amov@unteergunpaid workers), provided preliminary
evidence that pride and respect are relevant t&evsrpsychological engagement with
volunteerorganizations, that pride and respect are relewdhtregard the retention of
volunteers (because they contribute to voluntemganizational commitment), and that
volunteer organizations might do well to commurecabout the importance of the volunteer
work (because this contributes to pride and orgdimnal commitment) and provide
organizational support (because this enhancesaeapé organizational commitment) in
their efforts to retain volunteers. In order tosgwalidate and extend these results, an

extensive follow-up study on pride and respect asato address the retention of volunteers
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was conducted, and elaborated upon in chapter 3.
Chapter 3 Pride and respect in volunteers’ organizational coitment

Chapter 3 presents a more extensive studyha volunteer organizations can do to
retain volunteers via pride and respect (Tyler, % 99ler & Blader, 2000, 2001, 2002, 2003).

Organizational commitment is of particulaterest as an aspect of work motivation
among volunteers (Dailey, 1986), because it cashlaped independently of material rewards
(Ellemers et al., 1998; Haslam & Ellemers, 2004%ixtfkermore, it is relevant to volunteer
retention, as organizational commitment has beenddo predict intentions to remain a
volunteer with the volunteer organization (see éentO81; Miller, Powell, & Seltzer, 1990).
Therefore, in extension of the results reportechiapter 2, in chapter 3 it is examined
whether pride and respect as a member of the \@@uorganization predict organizational
commitment and intentions to stay among volunte&dslitionally, in order to contribute to
the literature and to help volunteer organizatiomgrove their volunteer policy, in 2 different
types of volunteer organizations it is (re-)exardiménether among volunteers the perceived
importance of the volunteer work contributes taprand subsequently organizational
commitment, and whether perceptions of organizatisapport contribute to feelings of
respect and subsequently organizational commitment.

In research on organizational commitment@gnuaid employees, a distinction is
made between three types of commitment (Allen & &te¥990) that reflect different forms
of psychological attachment to the organizationc@ding to Allen and Meyer (1990),
affectiveorganizational commitment refers to emotionalcittaent to the organization (e.g.,
feeling ‘part of the family’) continuanceorganizational commitment reflects a calculative
form of attachment to the organization (e.g, dul$s of material benefits or participation in
a pension plan), amtbrmativeorganizational commitment indicates an attachrtetite

organization which is based on feelings of respulitsi (e.g., due to the moral significance
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of the mission of the organization).

In research among paid employees in profianizations, affective organizational
commitment is most strongly related to relevantdatbrs of work motivation, such as
attendance and job performance (for an overvieasMeyer, Stanley, Herscovitch, &
Topolnytsky, 2002). Continuance organizational cotmant ties the individual to the
organization, but can induce negative work behaverg., slacking or absenteeism), due to
its calculative nature. Normative organizationahooitment is usually less clearly associated
with the behavior of paid employees. The reseavchdes on affective and normative
organizational commitment, as these have been fpartetularly relevant to volunteers, in
contrast to continuance organizational commitmse (Dawley, Stephens, & Stephens,
2005; Liao—Troth, 2001; Stephens, Dawley, & Stegh@004).

Even though normative organizational comreittrseems of little relevance in the work
motivation of paid employees, in this dissertatiois form of organizational commitment is
expected to be of particular importance in the cds@lunteer workers. In fact, normative
organizational commitment may even prove to be nmoportant than affective
organizational commitment for volunteer retentidae to the occasional nature of much
volunteer work implying that the interaction witietvolunteer organization and its members
tends to be infrequent or intermittent. Thus, gxpected that the retention of volunteers
relies heavily upon normative organizational connmeiht to the volunteer organization, as
this type of commitment focuses on the perceivegaasibility and morality concerns
regarding the mission of the organization whichsaen as central elements in the motivation
of volunteer workers (Chaan & Cascio, 1999). Assult, the degree to which individual
volunteers feel morally obliged to help accomptisé mission of their organization, and are
concerned with the continuity of their organizatsoefforts in pursuing its goals, should

predict their intentions to remain a volunteer witie volunteer organization.
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In the first study (Chapter 3, Study 1) I@ldraising volunteers were surveyed and they
worked for a Dutch volunteer organization whosenairy mission is to find a cure for
diabetes by funding relevant research. The funiiguigolunteers that were surveyed all had
their own districts across the Netherlands in whiiey helped the volunteer organization in
preparing, setting up and managing its one-weedaa fundraising campaign. Their feelings
of pride and respect as a volunteer at this orgdioiz were assessed, their normative and
affective commitment to their volunteer organizatiwas measured, and their intentions of
remaining a volunteer with the volunteer organaativere recorded.

The results showed that feelings of pride mspect contribute to volunteers’ sense of
affective and normative organizational commitmerdjcating their psychological
engagement with the volunteer organization, astivasase in the preliminary study (see
chapter 2). Additionally, however, it was foundttbaly normative organizational
commitment reliably predicted volunteers’ intensdo remain a volunteer with the volunteer
organization. As a result, the beneficial effedtpride and respect on intentions to remain
were reliably mediated by normative organizatia@hmitment, but not by affective
organizational commitment. Thus, this study agaminds us that existing knowledge
regarding the motivation of paid employees doesweaessarily apply to the situation of
volunteer workers. That is, whereas normative aegdional commitment is generally seen
as a relatively unimportant factor in the work babeaof paid employees, this research
suggests that normative organizational commitmeayt be a central factor in the retention of
volunteers.

After having established the importance ainmative organizational commitment for
volunteer’s intentions to stay with their volunt@eganization, an additional study was
conducted to cross-validate whether pride and c¢dpad to organizational commitment

among volunteers, and to further identify antecéxlehpride and respect that would
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contribute to volunteers’ organizational commitmentthis study, the perceived importance
of the volunteer work as an antecedent of prideagagssed, the emotion- and task-support
provided by the organization as antecedents oespere measured, and it was examined
whether the effects of these antecedents on narenatid affective organizational
commitment to the volunteer organization were nmtedidy pride and respect, respectively.

Two separate samples of fundraising volusteere surveyed who worked for different
types of Dutch volunteer organizations. The missibthe first volunteer organization was to
help the handicapped integrate into society, fetance by providing information about
relevant legal arrangements. 173 volunteers ofdifganization participated in the research.
Some of the volunteers participate in this orgaiomabecause they have family members or
acquaintances that are handicapped. The secondtgetwrganization, from which 164
volunteers participated in the research, supp@ddtin care initiatives in developing countries
through financial aid, the local delivery of magdsiand equipment, and other means of direct
support. Accordingly, the volunteers in this orgaion are not related in any way to the
clientele of the organization. These two organaatithus differ in the likelihood that
volunteers might (indirectly) benefit from the adies of the organization, as well as in the
type of help they provide (i.e., oriented towardtoaomy vs. dependence, see Nadler, 2002),
and offered the opportunity to examine the validityhe reasoning that perceptions of the
importance of volunteer work and organizationalparplead to pride, respect, and
organizational commitment, across different typiegotunteer organizations and
organizational activities.

Confirmatory factor analyses supported tisértction between the different
constructs in each of these 2 samples. Furthermobsth samples structural equation
modeling executed in EQS 6.1 (Bentler & Wu, 200zh)femed that relations between these

theoretical constructs were as hypothesized. Tthesesults of 2 separate samples of
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volunteers working in different types of volunteeganizations converged to suggest that
when volunteers perceive that their volunteer werf importance to the clientele of their
volunteer organization, they feel proud as a vaanat their volunteer organization which in
turn causes them to feel committed to their volenteganization. Likewise, regardless of the
type of volunteer organization our research paréiots worked in, perceived task and
emotional organizational support provided by thganization predicted the experience of
organizational respect, which also contributeddrteers’ commitment to the organization.
Importantly, although the previous study showed tlmmative commitment is more relevant
as a predictor of intentions to remain than affectiommitment, the antecedents of pride and
respect examined in this follow-up study elicitertbtypes of organizational commitment.
Thus, from these results it seems that the uniqlugeevof normative organizational
commitment for the work behavior of volunteers egesrin itsconsequence®r volunteer
retention, but not in the unique antecedents aftifpe of commitment.

To conclude, the studies reported in chafeand 3 indicate that pride and respect
(Tyler, 1999; Tyler & Blader, 2000) are relevanthe organizational behavior of volunteers,
and that volunteer organizations through the irgetions developed in this dissertation (see
also Table 1) can address pride and respect invbkinteer policy in order to retain
volunteers. The next step was to address the tewnt of volunteers via pride and respect
(Tyler, 1999; Tyler & Blader, 2000).

Chapter 4 Pride and respect in volunteer recruitment

Chapter 4 presents a study on what volurdeganizations can do to attract and
recruit volunteers via pride and respect (TyleQ2,9Tyler & Blader, 2000, 2001, 2002,
2003).

After having established that pride and eespelp to understand the motivation of

existing volunteers (chapters 2 and 3), chaptdrthis dissertation deals with the issue of
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volunteer recruitment. In chapter 4 it is examiaetngnon-volunteersvhether the
anticipationof pride and respect relates to the perceivedditeness of, and willingness to
participate in, the volunteer organization. Furtlethis chapter it is investigated which
organizational features are likely to induce aptated feelings of pride and respect among
non-volunteers. The predictions were tested irri@sef experimental studies which
systematically compared different features of ausogplunteer organization to see how the
provision of information about specific aspectsh@ volunteer organization and its activities
might instill anticipated pride and respect in naunteers and hence foster their willingness
to become involved with the volunteer organization.

The recruitment of volunteers involves altirsg non-volunteers to the volunteer
organization and interesting them in becoming amvger with the volunteer organization.
Volunteer organizations are commonly in need fatitawhal human resources (Farmer &
Fedor, 2001, Pearce, 1993) and volunteer recruitieenrecurring issue for volunteer
organizations. However, research to date has gbtighted how potential volunteers can
become attracted to volunteer organizations.

In line with signalling theory (Spence, 19 /#&searchers (e.g., Ehrhart & Ziegert, 2005;
Rynes, 1991; Turban, 2001; Turban & Cable, 2008 lsauggested that non-members create
an impression of what it will be like to be a membgan organization by considering the
information they have about the organization asvaait signals of organizational
characteristics. Barsness and colleagues (2002) pasited that non-members can use such
information to derive expectations about the peadd respect thegnticipateto experience as
members in that organization. Accordingly, in ttlissertation it is argued that a particular
organization might become attractive tot non-memroughanticipatedfeelings of pride
and respect they derive from the information thayehabout organizational membership.

The participants in the experiments on vt@anrecruitment were informed that the
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Dutch Ministry of Social Affairs (which coordinateslunteer work in the Netherlands)
planned to launch a campaign in order to informddutitizens about volunteer work and
recruit them for volunteer organizations. They theceived a leaflet that provided
information about a fictionalized volunteer orgatian, to ensure that the participants were
all non-volunteersit this organizationand were not pre-disposed to the organizati@nin
way. The organization presented allegedly was atghahose mission was to help homeless
people through services such as providing shettesls, clothing and medical care, which is
considered a characteristic volunteer act acroségres (Handy, Cnaan, Brudney, Ascoli,
Meijs, & Ranade, 2000).
Organizational success, anticipated pride, andatteactiveness of the volunteer
organization

In line with social identity theory, reselagecs (e.g., Ehrhart & Ziegert, 2005; Cable &
Turban, 2003; Turban & Greening, 1996; Turban &I€aR003) have argued that it should
be attractive for applicants to become a membanairganization to the extent that it is seen
as successful, as membership in such an orgamzstiimuld contribute to a positive social
identity. Empirical findings among paid employees ia line with this reasoning. For
instance, it has been found that corporate rejutasi positively correlated with
organizational attractiveness (Turban & Greenirfg§6), and that a company’s reputation is
positively associated with the number of applicaetsking employment with that
organization (Turban & Cable, 2003). Additionakypected pride from employment in a
profit organization was found positively associatath applicants’ job pursuit intentions and
negatively associated with the minimum salary tiveye willing to accept (Cable & Turban,
2003).

However, in the case of volunteer organaregj communicating about the current

success of the organization may also have negsitieeeffects. The mission of charitable
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volunteer organizations is directed at providiny®es that would otherwise not be available
(Fisher & Ackerman, 1998). As a result, communitgthbout the success of a particular
organization in achieving its mission, might (urtimigly) lead non-volunteers to conclude
that this organization does not need additiongd,leahd that their volunteer efforts might be
better used elsewhere. Indeed, in a fundraisingpetition the perceived need of a
fundraising group for additional volunteer help visnd to be lower when the group was
more successful (Fisher & Ackerman, 1998).

Thus, it may well be that providing infornmat about the current success of the
organization backfires in the case of volunteeaargations, in that it decreases the perceived
need for additional volunteers of this organizatiwhich might impact negatively upon non-
volunteers” attraction to the organization. Thisgibility was examined in the first
recruitment study that experimentally manipulatesl perceived success of a bogus volunteer
organization (Chapter 4, Study 1). It was assebsedinformation about organizational
success impacted upon anticipated pride and tloeiped need of the volunteer organization
for additional volunteers, and examined how anéitgg pride and the perceived need for
additional volunteers related to attraction totb&inteer organization among non-volunteers.

The results of this experiment revealed pinaviding non-volunteers with information
about the success of a volunteer organization didedate to their anticipated feelings of
pride as a volunteer at that volunteer organizaton did it increase the perceived
attractiveness of the volunteer organization. Havew itself anticipated prideasfound to
contribute positively to the perceived attractivenef the volunteer organization as an
employer. At the same time, the information prodidéout the current success of the
volunteer organization reduced the perceived nédueovolunteer organization for additional
volunteers. Thus, the results showed that non-¥e&rs are inclined to think that a volunteer

organization is in less need for additional volensewhen that organization is presented as
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being successful, while the current success ofdigenization did not induce a sense of pride
nor did it enhance the attractiveness of the veleintrganization as a place to work in. This
suggests that, contrary to what is found amongetisegking paid employment in profit
organizations, emphasizing the success of the tedumrganization doast contribute to

the recruitment of volunteers.

Organizational support, anticipated respect and dkteactiveness of the volunteer
organization

In parallel to the reasoning with respecanticipated pride, it is also expected (chapter 4,
Study 1) that anticipated respect as a volunteaiéyant to volunteer recruitment. That is, it
is argued that providing non-volunteers with infatran about organizational support might
induce such feelings of anticipated respect andmecdnorganizational attractiveness.
However, this time too, it was explored whetherhsundormation might have negative side-
effects. That is, an organization that providegpsupto its volunteers might be seen as less
efficient in using its available resources to aghigs mission, and hence may seem less
attractive as an organization to volunteer forsTikiwhy the information participants
received about the amount of support the orgawzatffered to its volunteers was
manipulated, to examine how this relates to ardieip respect, perceived organizational
efficiency, and the attraction to the volunteeramigation.

The results (chapter 4, Study 1) revealatiwhereas non-volunteers indeed consider a
volunteer organization less efficient when it o$fsupport to its volunteers, this does not
reduce the perceived attractiveness of that orgtiniz At the same time, information about
organizational support did induce anticipated resnd in this way increased non-
volunteer’s attraction to the volunteer organizatibhus, in contrast to the information about
the current success of the volunteer organizapioniding information about organizational

support appeared to offer more scope as a viablertowolunteer recruitment. Hence, 2
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additional studies were conducted, to further elateoon how information about the support
provided to volunteers can help attract new volargt¢o the volunteer organization.

Because the literature emphasizes socatioak among volunteers as a relevant concern
in volunteer motivation and retention (e.g., Clatyl., 1998; Galindo-Kuhn & Guzley,

2001), the second experiment on recruitment (chaptStudy 2) focused on organizational
support versus co-volunteer support and examinadithpact on anticipated respect and
attraction to the volunteer organization. Thughis experiment it is examined how different
sources of support (i.e., the volunteer organipadiod co-volunteers) impact upon specific
forms of anticipated respect (anticipated respechfthe volunteer organization as well as
from prospective co—volunteers), and it is examined this affected the perceived
attractiveness of the volunteer organization alseepto work in. In this study, emotional
support was addressed as a relevant source of gdppweolunteer workers (see also Clary,
1987), because emotional support can be equallyprelided by a volunteer organization as
by individual volunteers.

The results of this second recruitment expent (chapter 4, Study 2) again showed that
providing information to convey that the volunteeganization offers (emotional) support to
its volunteers caused non-volunteers to anticipegpect as a volunteer at the organization,
which in turn enhanced their attraction to thatwmbéer organization. However, even though
informing non-volunteers about the mutual supporbag volunteers at this organization
induced them to anticipate co-volunteer respet,ttipe of support and respect did not affect
their attraction to the volunteer organization. $htiappeared that the support provided by
the volunteer organization and the anticipatedeetsihis induces is more relevant to
volunteer recruitment than is support and respgect fone’s co-volunteers.

A third and final experiment (chapter 4,&#t38) then elaborated on the different types of

support that can be provided to volunteers withuolanteer organization, in order to further
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examine how information about such support migay @l role in volunteer recruitment
through anticipated respect. Extending the preveoyeeriments, this time the actual
willingness of non-volunteers to participate in #utivities of the volunteer organization (i.e.,
by enlisting for an internship in the organizatiovgs assessed, in addition to asking about
their perceived attractiveness of the volunteeanization. In this third experiment both
emotional support (e.g., being attentive to prold@mcountered by volunteers, providing
encouragement) and task-support (e.g., providingmah goods and services to facilitate the
work of individual volunteers) were examined asepbially relevant to volunteer recruitment
(see also Clary, 1987; Galindo—Kuhn & Guzley, 208idron, 1983). The impact of
providing information about these different typéswpport on anticipated respect as a
volunteer, attraction to the organization and thiéngness to participate was assessed among
non-volunteers.

The results of this study again point toithportance of providing information about
support in volunteer recruitment efforts. Thatisth information about task support and
information about emotional support instilled asenf anticipated respect among non-
volunteers. Furthermore, path analysis execut&8 6.1 (Bentler & Wu, 2004) showed
that due to this information and the anticipatespeet it induced, non-volunteers saw the
volunteer organization as a more attractive placedrk in, and as a result actually were
more likely to become involved in the activitiestbé organization
than when such support appeared to be lacking.

To conclude, the studies reported in chapiadicate thaanticipatedpride and respect
are relevant to the recruitment of new volunteans| that volunteer organizations through the
interventions developed (see also Table 1) caneaddanticipated respect in order to recruit
new volunteers. The next step was to address tisasdion of volunteers, a recurring issue

for volunteer organizations.
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In an effort to contribute to the literatune organizational behavior and to help volunteer
organizations improve their volunteer policy, clept2, 3, and 4 adapted a social identity
perspective in order to address the retention aaditment of volunteers. Boezeman,
Ellemers, and Duijnhoven (for an overview on thetselies see Ellemers & Boezeman, in
press) additionally demonstrated that pride angaeiscontribute to the job satisfaction of
volunteers. That is, they (Boezeman, Ellemers,mghhoven) surveyed different types of
volunteers working in 2 different volunteer orgaatinns, and their analyses with structural
equation modeling indicated that characteristicefvolunteer organization that induced
pride and respect among volunteers subsequentytdeiie volunteers’ satisfaction with the
volunteer job. These results indicate that the ephal framework used in chapters 2, 3, and
4 of this dissertation can also be useddntentvolunteers. However, in order to further
contribute to the literature and to further helpuwvbeer organizations to improve their
volunteer policy (see also Boezeman & Ellemergqrass), in chapter 5 it is examined how
intrinsic need satisfaction (Deci & Ryan, 2000; RyaDeci, 2000) during volunteer work
relates to the job satisfaction of volunteers antheir intent to remain a volunteer with the
volunteer organization. Indeed, whereas chapte3s &d 4 focus on therganizational
characteristicof volunteer organizations that may induce psyctick and behavioral
engagement with the volunteer organization, chapt®r contrast pays particular attention to
theworking condition®f volunteers and on their impact on the way viders experience
their jobs. In addition, in order to empiricallydadss the argument that the organizational
behavior of volunteers is different from that ofgpamployees, in chapter 5 it is assessed
whether volunteers differ from paid employees (pening identical tasks within the same
organization) in the way in which they derive theip satisfaction and intentions to stay a

worker with the organization from intrinsic needtisfaction on the job.
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Chapter 5 Intrinsic need satisfaction among volunteers vesaid employees

Chapter 5 presents a study on how the wgr&amditions within the volunteer
organization can be addressed in order to contdnhteers during volunteer work, and
examines whether volunteers differ from paid emeésyin the way they derive their job
satisfaction from intrinsic need satisfaction (D&dryan, 2000; Ryan & Deci, 2000) during
work.

Job satisfaction refers to a pleasurableositive emotional state resulting from the
appraisal of one’s job or job experiences (Loclé,6). Despite its relevance to theory
development concerning job attitudes and the ojeraf volunteer organizations, job
satisfaction has only received minor attentiorhim ¢tase of volunteer work (Galindo-Kuhn &
Guzley, 2001). Because volunteer work is by de@iniin act of free choice, it reflects an
activity that is self-chosen out of intrinsic irget. This means that for volunteers (in contrast
to what is the case among paid employees) jobfaetiisn and intentions of remaining a
worker with the organization camly arise from factors related to intrinsic motivatiditnis
form of motivation refers to being inspired fromtkn (i.e., from one’s inner self) to actively
engage in novelties, challenges, the extensiomwelailities, exploration, and learning
experiences (Ryan & Deci, 2000).

The research on motivation, including irgimotivation, is of interest because
motivation sets people in motion to act, explore emse effort (Ryan & Deci, 2000).
According to researchers (Baard, Deci, & Ryan, 2@®ti, Ryan, Gagne, Leone, Usunov, &
Kornazheva, 2001; Gagne & Deci, 2005; Ryan & D2800), the intrinsic motivation of
people to engage and persist in activities thad hdtinsic interest to them is contingent on
social conditions. Specifically, in line with selétermination theory (Deci & Ryan, 1985Db,
2000; Ryan & Deci, 2000), researchers (Baard e2@04; Deci & Ryan, 2000; Deci et al.,

2001; Gagne & Deci, 2005; Ryan & Deci, 2000) hangpiad that social conditions can either
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have a positive or negative effect on work outcothesugh their influence on three
fundamental human needs that have the potentiahtbit or elicit intrinsic motivation,
namely the needs for autonomy, competence, antdeless.

The need faautonomyrefers to the need of having choice and self-abirtrone’s own
actions, the need f@mompetenceefers to the need of experiencing that one is &bl
successfully carry out tasks and meet performatacelards, and the need fetatedness
refers to have and develop secure and respeclftiorships with others (Baard et al., 2004;
Deci & Ryan, 2000; Deci et al., 2001; Gagne & D€IQ5; Ryan & Deci, 2000). In chapter 5
it is first examined amongplunteershow intrinsic need satisfaction during volunte@rkv
affects the satisfaction with the volunteer job #melintent to remain a volunteer with the
volunteer organization.

Volunteering on behalf of a volunteer orgaution, its mission, and its clientele is by
definition a self-chosen activity. The organizatiboultures of volunteer organizations
emphasize independence, autonomy, and egalitaniaassmportant values and these
characterize the work-settings of volunteers (Reak893). Therefore, in line with the
conceptual framework of Deci and Ryan (1985b, 260@n & Deci, 2000), in chapter 5 it is
argued that the settings in which volunteer wokesaplace facilitate satisfaction of
autonomyneeds which leads volunteer workers to raise \tahyreffort on behalf of the
volunteer organization out of intrinsic motivati@nd predicted that satisfaction of autonomy
needs on the volunteer job contribute to job satigbn and intent to remain among
volunteers. In addition, it is predicted that datsion of relatedness needs on the volunteer
job can also have these effects, because so@dilomships consistently emerge as a factor of
importance to the motivation to volunteer (see Boean & Ellemers, 2007; Clary et al.,
1998; Cnaan & Goldberg-Glen, 1991; Galindo-Kuhn 8z&y, 2001). Finally, it is predicted

that among volunteers satisfaction of competenedsibave no significant added value in
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predicting job satisfaction and intent to remawolunteer above and beyond satisfaction of
autonomy needs and relatedness needs. That isaioi of competence are unclear or even
irrelevant in volunteer work, and therefore it ig@ed that volunteers primarily derive their
job satisfaction from their satisfaction of autonoamd relatedness needs (which are more
apparent in the case of volunteer work) on the Meler job, and argued that the fulfilment of
competence needs will not further contribute tamtders’ job satisfaction and the intent to
remain a volunteer with the volunteer organization.

The 105 fundraising volunteers that weresyed worked for a Dutch volunteer
organization whose primary mission is to organize facilitate leisure activities for the
mentally handicapped. These volunteers servedonpgrof coordinators/
supervisors across the 3 subdivisions of the vekmbrganization during the leisure activities
for the mentally handicapped. Their intrinsic nsatisfaction on the volunteer job was
assessed, their satisfaction with the volunteemjab measured, and their intentions of
remaining a volunteer with the volunteer organaativere recorded.

First, confirmatory factor analyses indichtkat satisfaction of autonomy needs,
relatedness needs, and competence needs coulddssed independently from each other.
Second, as predicted, path analysis indicatedhleagxtent to which volunteers experienced
satisfaction of autonomy needs during their volanteork predicted their job satisfaction
(directly) and intent to remain (indirectly). Likése, the extent to which volunteers
experienced satisfaction of relatedness needsgith@ir volunteer work also enhanced their
job satisfaction and intent to stay a volunteehuwilite volunteer organization. Finally, as
predicted, among volunteers the satisfaction offEtence needs did not contribute to job
satisfaction or intent to remain beyond the satigfa of autonomy and relatedness needs.

These results contribute to theory develagmencerning the job satisfaction of

volunteers, show unique effects of satisfactioautbnomy, relatedness, and competence
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needs on volunteers’ job satisfaction and intemetoain a volunteer with the volunteer
organization, and provide volunteer organizatioith &n insight into which aspects of
intrinsic need satisfaction are most likely to austand enhance job satisfaction and tenure
among volunteers.

Chapter 3 highlighted that in contrast tawis the case among paid workers, among
volunteers normative organizational commitment @féctive organizational commitment)
is most strongly related to the intent to remaithwiie volunteer organization. Chapter 4
showed that in contrast to what is the case fopleelooking for paid work with a profit
organization, the success of a volunteer orgamizatoes not attract people to the volunteer
organization and even undermines the recruitmédaitefof a volunteer organization. Chapter
5 indicated that satisfaction of competence negdsalevant to volunteers’ job satisfaction
and intent to remain. These results all point ouhe fact that the work motivation and job
attitudes of volunteers should be examined withutlgerstanding that the volunteer
workforce is a workforce in itself with its own spfc job design. However, in this
dissertation it has not yet beempirically addressed whether volunteers are different from
paid employees in the way they experience thes.jblence, in a matched sample it is finally
examined whether volunteers differ from paid empkxsy/(performing identical tasks within
the same organization) in the way they derive miistaction and intentions to remain from
intrinsic need satisfaction during work.

Due to the fact that they work under momerfal restrictions, in line with the conceptual
framework of Deci and Ryan (1985b, 2000; Ryan & iD2600), it is likely that paid
employees place more value on satisfaction of aumymneeds in their work than do
volunteers (and that they value this type of negsfction above and beyond the other types
of need satisfactionpt the same timat is likely that satisfaction of autonomy needay be

less relevant to volunteers, either because thomamy is self-evident (e.g., Pearce, 1993)
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or because they are given too much autonomy tdlecta feel that the volunteer
organization takes an interest in them (Bruinsia#rs, & de Gilder, 1999). Therefore,
because social relationships have been found astensfactor of importance to the
motivation to volunteer (Clary et al., 1998; Cn&aoldberg-Glen, 1991; Galindo-Kuhn &
Guzley, 2001), it may well be that volunteers cdesisatisfaction of relatedness needs on the
job more relevant to their job satisfaction aneimtto remain than satisfaction of the other
needs. As such, in this dissertation it is preditteat paid employees derive their job
satisfaction and intentions to remainmarily from satisfaction of autonomy needs on the
job, and expected that volunteers (in contrastid pmployees) derive their job satisfaction
and intent to remaiprimarily from satisfaction of relatedness needs on the job.

The matched sample consisted of 27 paid @epk and 41 volunteers that were
surveyed in 1 of the 3 subdivisions of the voluntaganization. In this subdivision of
the volunteer organization, these types of workeysked side-by-side as
coordinators/supervisors during the leisure adéigsifor the mentally handicapped that were
assigned to them to jointly supervise. The emplsyeeeived pay based on the fact that they
had formal training and held the associated crealerthat were relevant to the classes that
they supervised. There were no formal hierarchddédrences between the types of workers.

The first multiple regression analysis anetimtion analyses across the 2 sub-samples
revealed that among individuals working at a vadentorganization (either as a volunteer or
an paid employee) satisfaction of autonomy andedfeess needs contribute positively to job
satisfaction and intent to remain. Stepwise regrassnalyses and mediation analyses for the
2 separate sub-samples (volunteers versus emp)dheesrevealed that satisfaction of
autonomy needs is the most relevant predictorlosptisfaction and intent to remain for paid
employees, while volunteers derive their job satisbn and willingness to remain with the

organization primarily from their satisfaction @latedness needs on the job.
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In conclusion, these results illustrate th@tinteers experience their jobs and
behave on the job in their own unique way, and tivatrganizational behavior of volunteers
tends to be different from the organizational bétwaof paid employees. Thus, the factors
that contribute to the work motivation and jobtatles of volunteers should be examined
with the understanding that the volunteer workfasca workforce in itself (see also Pearce,
1993; Gidron, 1983).
In conclusion

The aim of this dissertation is to contribta the literature on organizational behavior
and to help volunteer organizations improve thelumteer policy. In order to do so, in this
dissertation a parsimonious model of volunteer waditbon was developed to shed light on
psychological processes relevant to the recruitr(ss® also Boezeman & Ellemers, 2008b)
and retention (see Boezeman & Ellemers, 2007, 20éf8aolunteers, and this conceptual
framework has also been found relevant to enharsatigfaction with the volunteer job
among volunteers (see the studies conducted byeBwaz, Ellemers, & Duijnhoven, reported
in Ellemers & Boezeman, in press). In additions tthissertation focused on the working
conditions of volunteers and how these impact ugmuanteers’ job satisfaction and intent to
remain a volunteer with the volunteer organizatenmg addressed how volunteers differ from
paid workers (see also Boezeman & Ellemers, ingpres

Across the board, converging support has baend for the theoretical predictions in
different types of volunteer organizations, forfelieént indicators of work motivation, and
using different research methodologies. Considtedings were: (1) that the conviction that
the volunteer work is important contributes to asseof pride in the volunteer organization,
(2) that support provided by the volunteer orgatmzracontributes to the experience of
respect, and (3) that both pride and respect indagehological and behavioral engagement

with the volunteer organization, as is evident fnromasures of work satisfaction,
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commitment and intentions to stay, as well as ftbenattractiveness of the organization and
willingness to engage among non-volunteers, 4t)dhtsfaction of autonomy and relatedness
needs (in contrast to satisfaction of competenees)econtribute to volunteers’ job
satisfaction and intent to remain, and 5.) thatditganizational behavior of volunteers tends
to be different from the organizational behaviopafd workers.

Even though the present analysis to someneid based on existing knowledge on the
motivation of paid employees, the application te $ituation of volunteer workers has
yielded a number of novel insights. Some of thectgsions drawn from the present work
relate to the unique characteristics of volunteerkwas compared to paid employment, but
others also are unexpected in view of current hlisign volunteer workers, attesting to the
added value of the theoretical analysis and rekesyove and
beyond existing knowledge.

Empowering the volunteer organization

The present contribution offers a numberasfcrete suggestions of the types of
organizational activities and policies that are ttiaely to contribute to the recruitment,
satisfaction and retention of individual volunteahghen considering the possibilities for
volunteer organizations to influence and directritaivated behavior of individual
volunteers from a traditional point of view, theimaoncern seems to be that the available
means to do this are quite limited. That is, ascetéd above, material resources tend to be
scarce, there often is little regular interactiathvindividual volunteers, and there are no legal
obligations or other formal means to tie individualunteers to the volunteer organization.
However, the present analysis and results suggaistitese characteristics of volunteer work
do not necessarily limit the organization’s oppaoities to engage and motivate individual
volunteers.

A first recommendation that can be madéas volunteer organizations may do
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well to communicate clearly and explicitly aboug thission of their organization, the
appreciation of the organization’s activities fta ¢lientele, and the importance of the
(continued) contributions of individual voluntedos the accomplishment of the
organization’s mission. When resources to do thedimited, the internal communication
within the organization about these issues, andhfleemation provided about the
organization in the recruitment of new voluntedrsigd take precedence. However, an issue
to be aware of is that when the organization isingagrogress in achieving its mission, any
communications conveying this should recognize tiratcontributions of each volunteer are
needed to accomplish the goals of the organizakiarthermore, to prevent (prospective)
volunteers from thinking their efforts are betteed elsewhere, the organization should
emphasize that their continued involvement andreéfie needed for the organization’s
activities to be truly beneficial for its clientele

A second recommendation is for the orgaropab support the activities of individual
volunteers, as this helps convey the appreciatiohraspect of the organization for their
efforts. If such support can only be provided aearotional level, it still serves this important
function. However, the addition of task-supporbatsntributes to the experience of respect.
Indeed, the benefits of task-support likely outvircilge potential disadvantages, as a
reasonable level of task-support will tend to ftetié the efforts of individual volunteers and
optimize the effectiveness of the volunteer orgainn, even if at first sight investing in this
form of support may appear to be a less efficieay W serve the mission of the organization.
Regardless of the type and amount of support dlajléhe organization should be explicit in
what can and cannot be expected in this sensajeivér on promises made. If the
organization is successful in doing this the (apéited) provision of support can be
part of its psychological contract with individuadlunteers, even in the absence of

more formal obligations (see also Farmer & Fed889).
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A final recommendation involves the workicmnditions of volunteers. The present
contribution highlights that depending on theirgue organizational circumstances volunteer
organizations can focus on either enhancing satiefaof autonomy needs, relatedness
needs, or both, in their efforts to enhance jolstattion and intent to remain among their
volunteers. For instance, in order to promote fati®n of relatedness needs among
volunteers, volunteer organizations may do weletmewly recruited volunteers work side
by side the volunteers that recruited them. Inrthiens to induce satisfaction of autonomy
needs among volunteers, volunteer coordinatorg§aranstance consult volunteers and
inquire about how they experience their jobs, draht- when relevant — act upon their
suggestions about how the operation of the volurtteganization can be improved or let
them choose tasks that best suit their capabilities

Table 1 provides an overview of opportusitier empowering the volunteer organization
that evolved from the present work (see also tbaae‘implications for volunteer
organizations’ in chapters 2, 3, 4, and 5). Volentrganizations might do well to — in one
way or another — implement these strategies im ttdunteer policy in their efforts to recruit,

content, and retain volunteers.
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Table 1. Overview of opportunities for empowering the volunteer organization

Interventions —» Psychological —  Psychological —  “Behavioral”
processes Engagement Engagement

Volunteer recruitment

(non-volunteers)

Information about Anticipated Attraction to Willingness to

organizational support Respect as the volunteer participate in the
a volunteer organization volunteer organization

as a volunteer

Volunteer retention

(existing volunteers)

Importance of the Pride

volunteer work

Organizational support

Organization
Respect

Organizational
Commitment

- Normative

- Affective

Intent to remain
a volunteer with
the volunteer
organization

Volunteer contentment
(existing volunteers)

Importance of the
volunteer work

Organizational support

Clientele appreciation/

Acceptance of help

(Support for autonomy)

(Promotion of
relatedness)

Pride
Organization
Respect

Clientele
Respect

Satisfaction of
autonomy needs

Satisfaction of
Relatedness needs

Satisfaction with
the volunteer work

Satisfaction with
the volunteer work

(Effort /

performance)

Intent to remain
a volunteer with
the volunteer
organization

Note. See also Boezeman and Ellemers (2007, 2008a, 2008b, in press) and Ellemers and Boezeman (in press).
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Chapter 2

Pride, respect and the work motivation of volurdeer

This chapter featured in the European Journal ofab®&sychology, see
Boezeman, E. J., & Ellemers, N. (2008a). Priderasgect in volunteers’ organizational

commitmentEuropean Journal of Social Psycholo@g, 159-172.
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Theories of work motivation consider thetfas that energize, direct, and sustain the
efforts of individual employees on behalf of therlworganization (e.g., Pinder, 1998).
Instrumental considerations are often consideremistitute the primary reason that people
connect to the organization, and are willing to kvon its behalf (see Steers, Porter, &
Bigley, 1996). Volunteer organizations lack instental means (e.g., wages) to engage and
motivate their workers (Meijs, 1997; Pearce, 198&hough volunteer work is of great
importance to society (e.g., Meijs, 1997; Pear®83], it is therefore often difficult for
volunteer organizations to attract, motivate, agtdin volunteers.

In the present paper, we focus on orgamiraticommitment as a key motivational factor
in volunteer organizations and examine whethentiten that feelings of pride and respect
foster commitment to the organization (see Tyl88% Tyler & Blader, 2000) can be used to
address and understand the commitment of voluategters. In doing this, we expand upon
the social identity-based model of cooperation whi organization (see Tyler, 1999) to
include antecedents of pride and respect that wedurorganizations can specifically address
in order to enhance the commitment of their volarge
A social identity approach to pride and respecbiganizations

A basic assumption in social identity anlf-sategorization theory (Tajfel & Turner,
1979; Turner, 1987) is that people tend to thinkheinselves in terms of the groups and
organizations to which they belong. As a resubatdial identification (or self-categorization)
processes, people may develop a sense of psyctalagiachment to their organization(s)
which can be an important predictor of their madabehavior (Ellemers, 2001; Ellemers,
De Gilder, & Haslam, 2004). More specifically, dretbasis of the social identity framework,
Tyler and Blader (Tyler, 1999; Tyler & Blader, 20@D01, 2002, 2003) have proposed
different models to understand how psychologicglagiement can develop when people see

themselves as members of particular groups, orgaois or societies. In line with social
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identity theory (Tajfel & Turner, 1979), Tyler aldader (Tyler, 1999; Tyler & Blader, 2000,
2001, 2002, 2003) assume that people should benmme psychologically engaged with an
organization, to the extent that their membershighis organization contributes to a positive
social identity. That is, Tyler and Blader (Tyl@899; Tyler & Blader, 2000, 2001, 2002,
2003) argue that the extent to which people caivelpride from the organization as well as
the extent to which they receivespectwithin the organization, determine the extent to
which their membership in the organization conti@suo a positive identity. Hence, they for
instance predict that pride and respect shoulddadusense of commitment to the
organization (see Tyler, 1999; Tyler & Blader, 20rthe termpride is used to refer to the
conviction that th@rganizationis positively valuedrespectdenotes the belief that tkelfis
valued as a member of the organization (Tyler &dBla 2002).

In their research among paid employees,riane Blader (Tyler, 1999; Tyler & Blader,
2000, 2001, 2002, 2003) found that pride and rdspere directly and positively associated
with psychological engagement with the organizat@onverging evidence for the proposed
causality of this relation is found in experimergaldies, showing that manipulations of pride
(e.g., Branscombe, Spears, Ellemers, & Doosje, P&0& respect in work groups (e.g.,
Sleebos, Ellemers, & De Gilder, 2006) induce psiagioal attachment to the group. Based
on this reasoning and previous research amongepagdoyees, we generally argue that when
volunteer workergxperience pride and respect, this should foser sense of commitment
to the volunteer organization (Fig. 1). In the presesearch we specifically focus on
organizational commitment among volunteers andndbr instance cognitive identification
with the volunteer organization, because it hasmlieend (Riketta, 2005) that (affective)
organizational commitment (instead of organizatietk@ntification) is especially relevant to
predicting individual behavior and behavioral irttens on behalf of the organization (e.g.,

absenteeism, intent to stay).
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Perceived importance
of volunteer work

Normative
organizational
commitment

Pride in being
amember of the
volunteer organization

Perceived emotion-
oriented organizational
support

Affective
organizational
commitment

Volunteer organization
Respect

Perceived task-
oriented organizational
support

Figure 1. The predicted positive (cor)relation of the perceived importance of volunteer work and the
perceived (emotion-oriented and task-oriented) organizational support with organizational commitment

through pride and respect

Organizational commitment

In research among paid employees, organizatiomahdtment emerges as a central
indicator of work motivation (O’Reilly & Chatman986). Meta-analyses show that
commitment not only correlates with a variety oheioral indicators, such as employee
turnover, attendance, tardiness, and absenteeisithi@d & Zajac, 1990), but that it is also
strongly related to organizational citizenship beba(Organ & Ryan, 1995). This is
consistent with the notion that commitment indisat®rkers’ motivation to ‘go the extra
mile’ for the organization. Organizational commitmalso is relevant to the organizational
behavior of volunteers (e.g., Dailey, 1986).

Organizational commitment has been assessed aratiffways (Morrow, 1983; Mowday,
Steers, & Porter, 1979). However, in the presesgarch we adopt the conceptualization and
measure developed by Allen and Meyer (1990; Meyatl&n, 1991, 1997), as it most clearly
defines commitment aspsychologicakonstruct, that is, independently of the behaviora

intentions people may have. Furthermore, Allenideger (1990; Meyer & Allen, 1991, 1997)
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distinguish betweeaffectiveandnormativecomponents of commitment. This distinction can
also be made in the commitment of volunteer workers., Dawley, Stephens, & Stephens,
2005; Liao-Troth, 2001; Stephens, Dawley, & Steph@004). In the present research we do
not address the third component in Allen and Meygr990) model, continuance commitment,
as it refers to instrumental ties between the iddai and the organization, and in previous
research was found not to be relevant for volunteekers (e.g., Liao-Troth, 2001; Stephens et
al., 2004).

Affective commitment refers to a sense of emoti@tchment to the organization. For
example, where this is high one might feel suckrantional bond because one feels “part of
the family” in the organization. Normative commitmeefers to a feeling of responsibility to
stay with the organization. Where this is high, orey for example feel that it is immoral to
leave the organization because its mission is seba very worthy. These two components
of commitment are of particular relevance in theecaf volunteers. That is, in research
among paid employees, normative commitment is gdligdound to be less strongly related
to other variables of interest than affective cotnment, and is therefore often considered as
relatively unimportant (Meyer & Allen, 1997; Meye&tanley, Herscovitch, & Topolnytsky,
2002). However, we propose that among voluntedns, tend to have less frequent and
structured interactions with the organization asdniembers than paid workers (Pearce,
1993), moral considerations are likely to be jissimaportant as the affective ties they have
with others in the organization in determining themmmitment to the organization.
Specifically, we hypothesize the following:

Hypothesis 1Among volunteers the experience of pride in beimgember of the volunteer
organization and respect from the volunteer orgsrtn are directly and positively associated

with affective and normative commitment to the viaker organization.
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Organizational antecedents of pride and respect

Based on previous theory and research, we haveatpat organizational commitment is a
key factor in the motivation of volunteer workeasd that pride and respect should foster
commitment to the volunteer organization. Howet@ryolunteer organizations to benefit
from this knowledge, we should also establish witichracteristics of theolunteer
organizationmight possibly induce feelings of pride and resp@song volunteers. Thus, to
complement to previous findings regarding the adeats of feelings of pride and respect
among paid workers (see for instance Tyler & Bla@603; Fuller, Hester, Barnett, Frey,
Relyea, & Beu, 2006), we will now focus on antecadef pride and respect that are relevant
to the field of volunteer work.

Given that pride stems from the convictibattthe organization is positively valued
(Tyler & Blader, 2002), we argue that individualwateers may take pride in their volunteer
organization to the extent that they feel thatetets its primary goals dielpingsociety and
its members (Meijs, 1997; Pearce, 1993) througin therk as a member of the volunteer
organization. This reasoning is consistent withvianes work (e.g., Galindo-Kuhn & Guzley,
2001) indicating that volunteers are more satiséied less likely to quit volunteering to the
extent that they clearly perceive their volunteiéorés to benefit others. We thus hypothesize
that the perceived importance of their work for ple®ple the volunteer organization is trying
to serve, affects volunteers’ pride in the orgatnig which in turn should be related to
organizational commitment (Fig. 1). Specificallye Wwypothesize the following:

Hypothesis 2 Among volunteers the perceived importance ofimtder work is directly and
positively associated with pride in being a mendfahe volunteer organization (2a), and the
perceived importance of volunteer work is indirgethd positively associated with affective
and normative organizational commitment througde(b).

Respect denotes the belief that the sethlised as a member of the organization (Tyler
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and Blader, 2002), which can be communicated fetaimce by just treatment. Both in for-
profit (Eisenberger, Huntington, Hutchinson, & Sow8a86)andin volunteer organizations
(Farmer & Fedor, 1999) the general provision ofpgrpis seen as a way for the organization
to communicate that it values individual workersl @ares for their well-being. Accordingly,
Rhoades and Eisenberger (2002) indicate that pex@irganizational support can yield
important benefits, such as the feeling of beirspeeted by the organization. Previous work
on support for volunteers (Clary, 1987) distingeidtbetween emotion-oriented support and
task-oriented support.

Emotion-oriented support addresses theiegtip feelings and sense of well-being,
conveying concern and appreciation for the indigldwolunteer. Task-oriented support refers
to more concrete forms of assistance that diréatljitate task performance, and
communicates in this way that the organization esllilne contributions of its volunteers. In
volunteer organizations, funds and resources taigecsupport to volunteers tend to be quite
limited (Pearce, 1993), and furthermore the airthefvolunteer organization is to help its
clientele instead of paying attention to its vokers. Therefore, we propose that both
emotion- and task-oriented support from the volenteganization directed to its volunteers
can make volunteer workers feel respected by thamzation (see also Fuller, Barnett,
Hester, & Relyea, 2003), which in turn should Hatezl to organizational commitment (Fig.
1). Specifically, we hypothesize that:

Hypothesis 3Among volunteers the perceived emotion-orientedl task-oriented
organizational support is directly and positivebgaciated with volunteer organization
respect (3a), and the types of perceived orgapnzaltsupport are indirectly and positively
associated with affective and normative organizaticommitment through respect (3b).
Method

Participants.Participants were 89 fundraising volunteers froDugéch volunteer organization
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whose primary mission is to find a cure for canmgfunding relevant scientific research. The
volunteers in this organization all have their adstricts across the Netherlands in which
they help the volunteer organization in settingand managing its annual fundraising
campaign on a local level. 94 questionnaires wetiermed by mail (response rate =

23.5%), and 89 were complete and could be usetthégparticular analysis of this study. The
respondents’ mean age was 5BB € 11.4), 84.3% were women, and 41.6% held paid job
besides working as a volunteer. The sample is septative of volunteer workers in general,
because volunteer work in volunteer organizatismimmonly carried out by a majority of
women volunteers (see for instance Greenslade &a)/B005; Penner & Finkelstein, 1998;
Tidwell, 2005), and more specifically because tleamage of our volunteers is consistent
with findings from Knulst and Van Eijck (2002) wheport that in the Netherlands most
volunteers are between 46 and 75 years of age.

Procedure.The volunteers received a survey with an accompgrigtter in which they were
asked for their participation by the volunteer aiigation and the researchers, told that the
volunteer organization needed their opinion to ioverits volunteer policy, and guaranteed
anonymity. The volunteers participating in the stadnt their surveys in a self-addressed
return envelope to the volunteer organization, Wiianded the envelopasopened to the
researchers.

MeasuresMeasures were adapted from validated scales orstedf existing scales that
were translated into Dutch. When necessary, itears adjusted to be more appropriate to
volunteer work as is common practice in researcbreywvolunteers (e.g., Tidwell, 2005). All
items are listed in Table 3, together with theatfa loadings. Responses were recorded on 5-
point scales (1 totally disagree5 =totally agreg. We measured th@erceived importance
of the volunteer worlwith items based on the Volunteer Satisfactioreinfialindo-Kuhn &

Guzley, 2001). We measured therceived emotion-orienteahdtask-oriented
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organizational supponith items based on the Volunteer Satisfactiorein@alindo-Kuhn

& Guzley, 2001)Pride was assessed with items adapted from the autoreoprale scale,

and we measured volunteer organizatiespeciwith items adapted from the autonomous
respect scale (Tyler & Blader, 200@ommitmento the volunteer organization was
measured with items adapted from the scales deselbp De Gilder, Van den Heuvel, and
Ellemers (1997), based on the work of Allen and 8t€it990). Axontrol variables we

asked participants to indicate their age, gendet the number of years of tenure in the
volunteer organization.

Results

Preliminary analyses/e calculated average scores for each of the istésdales to inspect
scale reliabilities and to conduct preliminary asak of the correlations among the constructs
(see Table 1). All scale reliabilities were .75hagher. Correlations between model
parameters were significant and in the directicedmted by the model. Of the control
variables, age and gender were not associatecawjtlof the model variables, thus these were
not included in further analyses. Because reliablkeelations were observed between years of
tenure and several model variables, we controlledtier the relationship with organizational
tenure might spuriously account for the interrelasi between these variables. We therefore
calculated partial correlations between these meal@hbles, correcting for the variance in
organizational tenure. However, when controllingdoganizational tenure, the partial
correlations between emotion-oriented support asgecti( = .61,p < .001), task-oriented
support and respeat € .53,p <.001), pride and affective commitmentg.59,p < .001),

and respect and affective commitmant(.55,p < .001) all remained intact. As a result, we
decided that tenure in the organization is notvaateto the structural relations between these
variables in the hypothesized model (Fig. 1), aedid not include tenure as a variable in

further analyses.
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Table 1 Correlations between averaged constructs

(N =89) M SD 1 2 3 4 5 6 7 8 9
1. Importance work 4.16 .61 (.80)
2. Emotion-oriented 4.35 .63 27* (.92)

org. support

3. Task-oriented  4.13 72 A0** .39** (.84)
org. support
4. Pride 3.86 .82 .64** .39** .39** (.86)
5. Org. Respect 4.02 .60 49** .64** .56** .61** (.82)
6. Affective 3.47 .78 A9F* .32** .33 .62** .58** (.83)

org. commitment
7. Normative 4.01 .67 37 .25* .25* .39** 42 AT (.75)

org. commitment

8. Age® 573 114 -.07 -.02 .03 -.10 .04 .07 -.01
9. Gender - - .13 .18 .05 .04 .02 .07 12 -.03
10. Tenure? 185 114 .15 .22% .21% 37+ 29%* .24* .16 S57** .00

Note. Alpha coefficients in the parentheses; * N = 88 due to a missing value; * p < .05. ** p < .01.

Measurement analysisVe conducted confirmatory factor analysis (CFAE@S 6.1
(Bentler & Wu, 2004) in order to examine whethex tfems should be clustered as predicted.
We report the chi-squarg®, the Nonnormed Fit Index (NNFI), the Comparaffielndex
(CFI), and the Root Mean Square Error of Approxiora{RMSEA) as omnibus fit indexes.
In the case of measurement analysis (as well aststal analysis), these typically indicate
model fit when the values of NNFI and CFI are betwed0 and 1, and when RMSEA is less
than .10 (Diamantopoulos & Siguaw, 2000; Schuma&keomax, 2004).

The hypothesized 7-factor model showed aeptable fit to the data gf(149,N = 89)
=195,p<.01, NNFI =.94, CFI = .96, and RMSEA = .06 (TeaB). In order to further
examine the validity of the hypothesized 7-fact@asurement model, we subsequently tested

this model against alternative measurement modelsl¢ 3). For instance, we tested the
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hypothesized measurement model against the 6 Arfaasurement model in which
affective and normative organizational commitmertevmerged into one aggregate factor,
that was constructed because the different typesgainizational commitment could have
been understood as merely reflecting a global sehseyanizational commitment by the
respondents, as suggested by the correlation betthese two constructs € .47,p < .01).
Furthermore, before addressing our hypothesedtbabhdependent latent variables (i.e.,
perceived importance of volunteer work and orgdiopal support) are antecedents, in view
of the correlations between the antecedents oarthéhand and pride and respect on the
other, in this case we specifically needed to éistakhat the antecedents can be seen as
distinct constructs from its criterion variables(j.pride or respect). Thus, we constructed
alternative measurement models in which we merget g/pe of presumed antecedent with
its criterion variable (i.e., pride or respect)pmler to examine whether these can be actually
considered separate constructs. Finally, becaude pometimes shares overlap with
organizational identification on the measuremewtlleand because organizational
identification itself is conceptually and empirilgatiosely related to (but distinct from)
affective organizational commitment (Riketta, 2Q008¢ also tested an alternative
measurement model in order to establish whethde@nd affective organizational
commitment are distinct constructs in the presesgarch. In sum, as can be seen in Table 3,
the alternative measurement models fitted the sigtaficantly less well than the
hypothesized 7-factor measurement model in ternosrofibus fit indexes as well as in terms
of chi-square differences tests. Thus, the iterasast clustered as intended, supporting the
distinction we make between the hypothesized cocistr Furthermore, the fact that the one-
factor measurement model does not have acceptablable 3) indicates that a single factor
does not adequately account for the covariationrgntlee items. This provides (initial)

evidence against bias from common method variaRodgakoff, MacKenzie, Lee, &
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Table 2 Standardized Parameter Estimates of Factor Loadings, R”’s, and ltem Means

(N =89) Factor Loadings

Questionnaire Factor ltem

Items Loadings R? means

Perceived Importance of Volunteer Work

1.) “I perceive that my volunteer work benefits the .64 41 3.73
<clientele of volunteer organization>"

2.) “My voluntary effort really benefits <name .82 .67 4.39
volunteer organization>"

3.) “My volunteer work is of importance for .89 .78 4.36
<mission volunteer organization>"

Perceived Emotion-oriented

Organizational Support

1.) “<Name volunteer organization> appreciates .90 .80 4.44
the effort of her volunteers”

2.) “<Name volunteer organization> lets her .83 .69 4.27
volunteers frequently know that she appreciates
their effort”

3.) “<Name volunteer organization> expresses its .96 .92 4.35

appreciation to its volunteers”

Perceived Task-oriented

Organizational Support

1.) “<Name volunteer organization> assists .90 .80 4.27
me sufficiently in my volunteer work”

2.) “<Name volunteer organization> advices 81 .65 3.98
and assists me in my volunteer work”

Pride

1.) “I am proud to be a member .84 .70 3.75

of an organization with a charitable cause”
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2.) “I am proud of being a member of <name
volunteer organization>"
3.) “I feel good when people describe me as
a typical volunteer”
Volunteer organization Respect
1.) “I feel respected as a volunteer by
<name volunteer organization>"
2.) “<Name volunteer organization> values my
contribution as a volunteer”
3.) “<Name volunteer organization> cares about
my opinion as a volunteer”
Affective organizational Commitment
1.) “I feel like part of the family at <name
volunteer organization>"
2.) “<Name volunteer organization> has personal
meaning to me”
3.) “I feel as if the problems of <name volunteer
organization> are my own”
Normative organizational Commitment

1.) “I feel morally responsible to work as a

volunteer for <mission volunteer organization>"

2.) “I feel morally responsible to work as a volunteer

for charity”

3.)"One of the major reasons | continue to work for

<name volunteer organization> is that | find

<mission volunteer organization> important”

.82

.81

.81

.83

.70

.75

.84

.78

.87

.59

71

.67

.65

.65

.69

.49

.56

.70

.60

.76

.35

.50

4.00

3.82

4.10

4.18

3.79

3.26

3.89

3.25

3.91

3.80

4.33

43
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Table 3 Confirmatory Factor Analysis Results

(N =89)

Model X A df NNFI CFI  RMSEA
7-factor measurement model 195% 149 .94 .96 .06
6A-factor measurement model* 234%xx  ZGr 155 .90 .92 .08
6B-factor measurement model® 271%*  76%% 155 .86 .89 .09
6C-factor measurement model® 231%* 3¢+ 155 91 .93 .08
6D-factor measurement model” 236** 410+ 155 .90 92 .08
6E-factor measurement model 278k g3k 155 .85 .88 .10
6F-factor measurement model” 234%x%  3gHrx 155 91 .92 .08
1-factor measurement model 572%%  377¥ 170 .56 61 .16

Note. Ay* indicates the deviation of each alternative model compared to the hypothesized 7-factor measurement model.
A Affective + normative organizational commitment, ® Perceived task-oriented + perceived emotion-oriented organizational
support, © Perceived importance of volunteer work + pride, ° Perceived task-oriented organizational support + respect,

E Perceived emotion-oriented organizational support + respect. © Pride + affective organizational commitment. *** p < .001.

Podsakoff, 2003).

Structural analysisWe used SEM executed in EQS 6.1 (Bentler & Wu, 2@04est whether
the hypothesized model (Fig. 1) and its structtegktionships are supported by the data. The
statistics we obtained when testing the fit ofakierall model werg?(160,N = 89) = 233p
<.001, NNFI = .92, CFIl = .93, RMSEA = .07. Thesatistics indicate that overall the
hypothesized structural model (Fig. 1) fits the eroal data well.

At this stage we tested the hypothesizadsiral model (Fig. 1) against two alternative
structural models. First, we tested a partially ratsdl model (examining whether importance
of volunteer work and the two forms of organizatibsupport directly predict organizational
commitment in addition to the paths shown in Figtoladdress the full mediation nature of
the hypothesized structural model. The statistitained werg?(154,N = 89) = 226p <
.001, NNFI = .91, CFI = .93, and RMSEA = .07. A-clquare differences test showed that the

fit of the partially mediated model is not signifittly different fy% = 7,ns) from the more
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parsimonious hypothesized model (Fig. 1). Furtheenihne Wald Test generated by EQS 6.1
(Bentler & Wu, 2004) indicated that the additiodakct paths under examination could be
omitted from the alternative model without substrioss in model fit. Second, we tested an
alternative model in which the directionalityalf the structural relations was reversed, to
examine whether this offers a better representatidhe interrelations between the latent
constructs. However, in this reversed causal ard®tel neither the association between
normative organizational commitment and prife=(-.02,ns) nor the association between
normative organizational commitment and respget (02,ns) was significant. Furthermore,
the Wald Test indicated that in the reversed mddepaths from normative organizational
commitment to pride and respect could be omittechfthe reversed order model without
substantial loss in model fit. This disconfirms fressibility that the reverse causal model
provides an adequate representation of these da&r@nscombe, Schmitt, & Harvey, 1999).
On the basis of these tests of alternative modadsaccepted the hypothesized structural
model (Fig. 1) as the final model and proceeded Wie examination of the hypothesized
relationships among the latent variables.

We predicted that among volunteers the peedeémportance of volunteer work is
associated with pride (Hypothesis 2a) and thatgreed organizational support is associated
with volunteer organization respect (Hypothesis 3agse predictions were supported by the
SEM-analysis. The perceived importance of volunteank is directly and positively
associated with pride (= .73,p < .001,R? = .53), and the emotion-orientefi£ .50,p <
.001) and task-oriented organizational suppbrt (48,p < .001) are directly and positively
associated with respect. The two types of percemwgdnizational support jointly account for
68% of the variance in volunteer organization respe

We predicted that among volunteers bothepaidd respect are associated with

organizational commitment (Hypothesis 1). This Hjesis was also supported by the SEM-
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analysis. Pride is directly and positively assadatwith both affectivef{ = .59,p < .001) and
normative organizational commitment£ .35,p < .05). Respect is directly and positively
associated with both affectiv@ € .33,p < .01) and normative organizational commitmént (
=.27,p < .05). Pride and respect jointly account for 55®%he variance in affective
organizational commitment and for 25% of the vazeam normative organizational
commitment.

Finally, we predicted (Hypotheses 2b andtBb) the independent latent variables (the
perceived importance of volunteer work and peratwganizational support) relate to
organizational commitment through pride and respespectively. These hypotheses were
also supported by the SEM-analysis. The resulte/stroindirect and positive relation of the
perceived importance of volunteer work with affeet{3 = .43,p < .001) and normative
organizational commitmeng & .25,p < .05), through pride. The results also show aliréat
and positive relation of perceived emotion-oriereghnizational support with affectivp €
.16,p < .01) and normative organizational commitmént(14,p < .05), through respect.
Likewise, we observed a significant indirect angipee relation between task-oriented
support and affective(= .16,p < .01) as well as normative organizational commith{err
.13,p <.05), through respect. These results supporttthetaral model we hypothesized
(Fig. 1), and for an overview the final model ipmesented in Figure 2.

General Discussion
In line with our theoretical model (Fig. 1) basedtbe work of Tyler and Blader (Tyler,
1999; Tyler & Blader, 2000, 2001, 2002, 2003), werfd that pride and respect are directly
and positively associated with organizational cotnrent among volunteer workers (H1),
that the perceived importance of volunteer worknsantecedent of pride (H2a) (and of
organizational commitment through pride, H2b), #rat perceived organizational support is

an antecedent of respect (H3a) (and of organizatmymmitment through respect, H3b).
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Perceived importance N, .73

of volunteer work \

Normative
organizational
commitment

Pride in being
amember of the
volunteer organization

Perceived emotion-
oriented organizational

Affective
organizational
commitment

Volunteer organization

Perceived task-
oriented organizational
support

Figure 2. Results of the hypothesized structural model. Notes: Indirect effects can be calculated by
multiplying the standardized regression coefficients of the relevant paths, and all indirect paths are

significant. * p < .05, ** p < .01, *** p < .001.

This study shows that theoretical notionsudipride and respect can be used to
understand the organizational commitment of workeklunteer organizations.
Furthermore, this research elucidates how prideresigkect can develop in response to
specific characteristics of the volunteer orgamirgtnamely the extent to which it
successfully conveys information about the imparéaof volunteer work, and the extent to
which it communicates a sense of emotion- and saglport for its members. We think these
are important contributions that have practicalvall as theoretical significance. In
particular, this knowledge may help volunteer ofgatons develop concrete policies and
measures that induce pride and respect, as a reetoster commitment to the volunteer
organization. More specifically, the results suggleat volunteer organizations can possibly
induce feelings of pride among their volunteers jstance by arranging informal meetings
between their volunteers and the clientele of tigawization so that the volunteers have the
opportunity to hear from the organization’s benefies what the efforts of the volunteers

mean to them. Furthermore, the results suggesttateer organizations can possibly
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enhance feelings of respect from the organizatioargy their volunteers, for instance by
letting their volunteer coordinators communicatg.(@n a regular newsletter) that the
organization appreciates the volunteers’ donatairisne and effort (emotion-oriented
support) or by compiling a manual that providesdgiines for the volunteer activities that
have to be carried out (task-oriented support).

Of course, this study also has its limitagipas it examines correlational data from cross-
sectional self-reports provided by a relatively Brsample of volunteers in a single
organization. Indeed, the robustness of theserfgedshould be cross-validated in future
research, using additional methodologies and examanbroader range of volunteers from
different organizations. However, there are a nunobadications that the results we
obtained do reflect meaningful relations betweenhypothesized constructrst, when we
addressed the possibility of common method variameefound that a one-factor
measurement model did not fit the data, makingss llikely that the observed relations stem
from a methodological bias (cf. Podsakoff et @002).Secondour interpretation of these
data not only reflects the causal relationshippgsed in the theoretical framework that we
used (Tajfel & Turner, 1979; Tyler, 1999), but Iscaconsistent with research among paid
employees (Tyler, 1999; Tyler & Blader, 2000, 208202, 2003) as well as results from
relevant experimental work (e.g., Branscombe ef8D2; Sleebos et al., 2006hird, we
have empirically addressed the possibility thatddwesal relations between the model
variables might be different, but these alternathaglels could not account for the present
data. Thus, despite the limitations of the presardy, we think it offers an interesting and
important first step into this new area of research

There still is much to be known about conmneitit in volunteer organizations and the
way it relates to organizational behavior of vokertworkers (Dailey, 1986; Pearce, 1993).

Future research in this area could address hoerdift foci of commitment that are relevant
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for paid employees (e.g., Becker, 1992) relattbéocommitment and organizational behavior
of volunteer workers, as it is not self-evidentttharallel relations should occur. For instance,
whereas the interaction with colleagues in one’skvi@am often constitutes the primary
source of commitment in regular employment situsi(Ellemers, De Gilder, & Van den
Heuvel, 1998), team relations may be less impodar# source of commitment for volunteer
workers, whose interactions with fellow voluntears likely to be less frequent and less
structured (Pearce, 1993). Instead, it may wethbéfor volunteer workers, their
commitment to the plight of the people the orgatmwais trying to serve (customer
commitment, cf. Reichers, 1985) is more important.

The reason that we considered commitmetiteafocal variable in this research, is the
key role it is supposed to play in the motivatidrvalunteer workers (Dailey, 1986).
Accordingly, future research might further explbv (different forms of) commitment
affect(s) different behavioral efforts volunteernkers are expected to make. For instance, in
line with what we know about paid employees, orgational commitment among volunteer
workers should predict their tendency to remairolaed with the organization, as well as
their willingness to participate in concrete vokest activities.

The literature is currently lacking moddiattcan explain why people engage in
volunteer work (Penner & Finkelstein, 1998). Furthere, there is very little that we know
about the thinga volunteer organization can do promote volunteerism (Fisher &
Ackerman, 1998). Thus, we think that our conclugimat pride and respect (Tyler, 1999;
Tyler & Blader, 2000, 2001, 2002, 2003) are relévarihe organizational commitment of
volunteer workers, as well as the notion that giassible to identify concrete characteristics
of the volunteer organization that tend to ingtiide and respect, offers a novel and
promising perspective to theory development andekearch on the organizational behavior

of volunteers.



50

Managing the volunteer organization



Managing the volunteer organization 51

Chapter 3

Pride, respect and the organizational commitment of

volunteer workers

This chapter featured in the Journal of ApplieddPsjogy, see
Boezeman, E. J., & Ellemers, N. (2007). Voluntegfior charity: Pride, respect, and the

commitment of volunteergournal of Applied Psycholog92, 771-785.
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Volunteer work is labor in an organizationahtext, unpaid and without any obligations,
for the benefit of others and/or society (e.qg.,s1€1997). In order for a volunteer
organization to function effectively it is necesstrat its individual volunteers perform and
attend as relied upon. Volunteer organizationéen confronted with non-performance and
non-attendance of volunteers as a result of theactexistics of volunteer work (e.g., the
absence of obligations in volunteer work), and ghi@blem is referred to as the reliability
problem (Pearce, 1993). The reliability problemgifee, 1993) is not easily solved, for
example because reward structures that operatetivate and retain paid workers (e.g., pay,
promotion, etc.) are not available in volunteeramigations. Dailey’s (1986) observation that
researchers largely neglect the organizational\behaf volunteers is still valid. Researchers
(e.g., Farmer & Fedor, 2001; Meijs, 1997; Pear®831 Wilson, 2000) have noted that there
still is much to be known about the organizatidmethavior of volunteers. In the present
research we adopt an organizational perspectitendig the social identity-based model of
cooperation with the organization (Tyler, 1999; an& Blader, 2000) to examine
commitment and cooperative intent among volunteskers, with the aim to develop
insights that have the potential to be used toes$dvolunteers’ contributions to their
organizations.

A social identity-based model of cooperation wité dbrganization

Social identity theory (SIT), developed bgjf€l and Turner (1979), has been used to
understand the behavior of individuals in sociaugs and organizations, and has been found
useful as a conceptual framework to examine vokrmieganizations (Cadinu & Cerchioni,
2001; Tidwell, 2005). One of the assumptions in Sl&jfel & Turner, 1979) is that people
think of themselves as psychologically linked te groups and organizations to which they
belong (Ashforth & Mael, 1989; Haslam & Ellemer808; Hogg & Terry, 2000), and that

people consider characteristics that apply to tbegor organization relevant for the self
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(Ellemers, De Gilder, & Haslam, 2004). This procisssalled social identification (Tajfel &
Turner, 1979). On the basis of SIT (Tajfel & Turn®®79), Tyler (1999) and Blader (Tyler &
Blader, 2000, 2001, 2002) have argued that thekimgntification process links the
individual to the organization and that this cortimetleads to cooperation with the
organization to the degree that the organizatiarirdmutes favorably to the self-image of the
individual. More specifically, Tyler (1999) and Bler (Tyler & Blader, 2000, 2001, 2002)
have argued that members of an organization eathatstatus of their organization (pride)
as well agheir individual status within their organizatioegpect), to determine the
favorability of their relationship with the orgaaizon. Tyler (1999) and Blader (Tyler &
Blader, 2000, 2001, 2002) posit that both pride r@spect can lead to a range of behaviors
that benefit the organization. In the view of Tyéerd Blader (Tyler & Blader, 2000, 2001,
2002), behaviors aimed at the benefit of the ogn as well as behavioral intentions on
behalf of the organization manifest cooperatiorhwlite organization. The latter form of
cooperation will be addressed in the present rekear

Tyler and Blader (2002) indicate that praael respect can be defined both comparatively
and autonomously. In general, pride reflects tre@uation that one is part of an organization
with high status, and respect reflects the evaluatiat one is accepted, appreciated, and
valued as a member of the organization (e.g., T$@99; Tyler & Blader, 2000). Although
pride and respect are often described in comparédivns, Tyler and Blader (2002) argue that
when making such evaluative judgments in practloese comparisons often remain implicit
or hypothetical. This is why they have also congelized and measured pride and respect as
autonomous beliefs, that refer to the way peopéduaie their organization (pride) or
perceive their own position within the organizat{oespect) without making explicit
comparisons with other organizations or with oihéividuals in the organization (Tyler &

Blader, 2002). In the present research, we defidenaeasure pride and respect
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autonomously. Tyler (1999) and Blader (Tyler & Bdad2000, 2001, 2002) further argue that
pride and respect are crucial for the motivatiod parformance of individuals in
organizations because people respond to favordéfdity-relevant information by
developing a sense of psychological attachmertdmtganization, which is denoted as
identification or commitment.
Pride, respect, and psychological attachment todifganization

Organizational commitment is a form of psyldgical attachment to the organization
(Mathieu & Zajac, 1990; O'Reilly & Chatman, 1988yler (1999) and Blader (Tyler &
Blader, 2000) argue that it is commitment to thgaoization, based on pride and respect,
which leads people to voluntarily cooperate withitlorganization (see also Ellemers et al.,
2004; Ellemers, De Gilder, & Van den Heuvel, 1998)ler (1999) and Blader (Tyler &
Blader, 2000) examined the validity of this mod®igaid employeeand found empirical
evidence that pride and respect are associatedaglimgs of commitment and certain
behaviors and behavioral intentions that can be asendicating cooperation with the
organization (e.g., loyalty, intent to remain). Attthally, results fromexperimentabktudies
(e.g., Branscombe, Spears, Ellemers, & Doosje, 2D0asje, Spears, & Ellemers, 2002;
Ellemers, Wilke, & Van Knippenberg, 1993; Sleeldoiemers, & De Gilder, 2006; Simon &
Sturmer, 2003) show results that support the reagaifered by the social identity-based
model of cooperation. That is, empirical findingssistently show that experimental
manipulations of pride (Doosje et al., 2002; Ellesnet al., 1993) and respect in work groups
(Branscombe et al., 2002; Sleebos et al., 2006p0&&nStirmer, 2003) induce psychological
attachment to, and behavioral effort on behaltlwé,group. Thus, the validity of the
theoretical reasoning offered in the social-idgritihsed model of cooperation
(Tyler, 1999; Tyler & Blader, 2000) is supporteddmyrelational data as well as experimental

research.
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Organizational commitment is relevant towtéeers (Dailey, 1986), in particular because
it can be shaped independently from material resvéafl Ellemers et al., 1998; Haslam &
Ellemers, 2005). Indeed, organizational commitnier® been found to be related to
withdrawal cognitions (intentions to remain or lepamong both paid workers (Mathieu &
Zajac, 1990; Meyer, Stanley, Herscovitch, & Topasky, 2002)and volunteers (Jenner,
1981; Miller, Powell, & Seltzer, 1990). For instapan an investigation among female
volunteers Jenner (1981) found that organizatiooaimitment is positively associated with
plans to stay a volunteer at the service of thameler organization. Likewise, Miller et al.
(1990) found that organizational commitment is tiegéy associated with the intention to
leave among hospital volunteers. Importantly, dameer work is unpaid and not obligatory
(Meijs, 1997; Pearce, 1993), it is easy for volemsgo act upon their desire to leave the
organization (Pearce, 1993) and therefore thengtliess of volunteer workers to stay in the
organization remains important, irrespective of,ifgtance, their tenure in the volunteer
organization or their level of job embeddednesd¢Mill, Holtom, Lee, Sablynski, & Erez,
2002).

Types of organizational commitment

Allen and Meyer (1990) have made a distorctietween 3 different types of
organizational commitment. Affective organizationammitment refers to a sense of
emotional attachment to the organization. One nfiggitsuch an emotional bond with an
organization, for instance, because one feels ‘gfatte family” at the organization and feels
as if the problems of the organization are ones. &Wanmative organizational commitment
refers to a feeling of responsibility to stay wiltle organization. For instance, one may feel
that it is immoral to leave the organization beeaoisthe mission of the organization.
Continuance organizational commitment is a calowdaorm of attachment to the

organization that binds the individual to the onigation because important costs are
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associated with leaving the organization (e.gs lafgpension benefits). Given their specific
nature, the types of organizational commitment ajgedifferently in psychologically
attaching the individual to the organization andhi@ behavior of individuals within the
organization. The 3-component model of commitmatiet & Meyer, 1990) has been used
extensively to examine employee involvement ingoofit organizations (see for an overview
Meyer et al., 2002). The findings generally conesi@the conclusion that affective
commitment is most strongly related to attendameceerformance on the job. Continuance
commitment may tie the individual to the organiaatibut is often related negatively to
work-relevant behaviors because of its calculatiatire. Normative commitment is usually
found to be less clearly associated with employeabior in for-profit organizations than
affective commitment (Meyer et al., 2002).

On the basis of the definition of voluntaarrk (e.g., Meijs, 1997), we suggest that the 3
types of organizational commitment operate diffédgeim non-profit volunteer organizations
as compared to for-profit organizations. Givendhkeulative nature of continuance
organizational commitment one may expect thattifpe of organizational commitment is
less relevant to volunteers because volunteer wgankt bound by legal obligations and
occurs without material benefits. Indeed, Liao-hir(2001) examined attitude differences
between paid workers and volunteers and conclutsdcbntinuance organizational
commitment is not relevant to (hospital) volunte€snverging evidence for this position can
be found in the research of Stephens, Dawley, amoh8ns (2004) and Dawley, Stephens,
and Stephens (2005), which consistently demonstthtd continuance commitment (related
to personal sacrifice) is irrelevant among (boasinber) volunteers. Accordingly, in the
present research we do not focus on continuan@@ational commitment. As for affective
and normative organizational commitment, theseaarkely to be relevant in volunteer

organizations as in for-profit organizations. Indigleoth affective and normative
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organizational commitment emerged as relevant ae® of (perceived) volunteer
participation in research carried out by Prestah Brown (2004), Stephens et al. (2004), and
Dawley et al. (2005) among board member volunte&rsordingly, in our research we will
assess affective as well as normative organizdtamramitment.

We propose that the model of Tyler and Biddigler, 1999; Tyler & Blader, 2000) can
offer a unique perspective to examine commitmedt@operative intent among volunteer
workers, and can help address the reliability prob(Pearce, 1993). This research is the first
that we know of to connect this theoretical apphotacthe field of volunteer work. Based on
social identity theory (Tajfel & Turner, 1979) as@nceptual framework and in line with
previous research (e.g., Branscombe et al., 2068sje et al., 2002; Ellemers et al., 1993;
Jenner, 1981; Miller et al., 1990; Sleebos e28l06; Simon & Sturmer, 2003; Tyler, 1999;
Tyler & Blader, 2000, 2001, 2002) we hypothesizfthllowing:

Hypothesis 1Among volunteers the experience of pride in beinmgember of the volunteer
organization and the experience of respect fronvtihenteer organization are directly and
positively associated with affective and normatieenmitment to the volunteer organization.
Hypothesis 2Among volunteers pride and respect are indireantig positively associated
with cooperative intent on behalf of the voluntesganization (intention to remain) through
organizational commitment.

As for the relative importance of affectaed normative organizational commitment,
when Preston and Brown (2004) compared the relatremgth of the relations between
affective and normative commitment on the one reamttl (perceived) participation of board
members on the other (using hierarchical regresamatyses), they concluded that affective
organizational commitment is most strongly assedatith (perceived) volunteer
performance. Similar observations have been madthar research among board member

volunteers (Dawley et al., 2005; Stephens et @042 However, we argue that such findings
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may be specific for board member volunteers, akalylinot generalize to all types of
volunteer workers. Indeed, both at the theoretical at the empirical level, different groups
of volunteers can be distinguished, based on fediirchosen level of interest and effort
invested in the volunteer organization (Pearce3)l9ompared to board member volunteers,
volunteers who (choose to) contribute to the vaanbrganization on an occasional basis
will tend to be less informed of broader issuesceoning the volunteer organization, interact
less frequently with the organization and its merapand can generally be seen as less
emotionally involved with the volunteer organizatiand its activities (Pearce, 1993).
Therefore, although occasional volunteers do doutiei to the volunteer organization, it is
less likely that they do so on the basis of affecties to the organization than would be the
case for board member volunteers. Indeed, we dhguiét is more likely that occasional
volunteers act upon their normative commitment#drganization, which focuses on
perceived responsibility and more abstract moralitycerns, instead of relying on
interpersonal interactions and affective ties wlith organization. Indeed, personal normative
beliefs are considered a general driving forcénenfield of volunteer work (see for instance
Clary, Snyder, Ridge, Copeland, Stukas, Haugen,i&k] 1998). Thus, we predict that:
Hypothesis 3Among volunteers working on an occasional bass, fundraising volunteers
working for an occasional fundraising campaign)mmative organizational commitment is
more strongly associated with behavioral intenbehalf of the volunteer organization
(intention to remain) than is affective organizaibcommitment.

In sumStudy 1 applies the social identity-based modeloaiperation with the
organization (Tyler, 1999; Tyler & Blader, 2000)tke field of volunteer work, and
addresses the relative importance of affectiverarthative organizational commitment
among (occasional) volunteer workers. The hypothesederived are graphically

represented in Figure 1. In Study 1, we examineircapsupport for this hypothesized
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Pride in being amember of
the volunteer organization

Normative organizationa
commitment

Behavioral intent on
behalf of the volunteer
organization
{cooperation)

Volunteer organization
Respect

Affective organizational
commitment

Figure 1. Pride and respect as directly and positively associated with organizational commitment
(Hypothesis 1), and as indirectly and positively associated with behavioral intent on behalf of the

volunteer organization through organizational commitment (Hypothesis 2).

model in a volunteer fundraising organization, witie use of Structural Equation Modeling.
Study 1

Method

ParticipantsParticipants in this study were 251 volunteerskivay on an occasional
basis for a Dutch volunteer organization whose arinmission is to find a cure for diabetes
by funding relevant research. Once a year thisntekr organization (that is in business all
year through) has permission to gather funds antteengeneral Dutch public during one
week and this task is carried out by fundraisinlynteers of the volunteer organization.
Specifically, the fundraising volunteers of thisdy all have their own districts across the
Netherlands in which they help the volunteer orgation in setting up and managing the
fundraising campaign on a local level. Although trafshe work of these fundraising
volunteers is concentrated in one week a year,dheyequired to invest additional
preparation time in advance of the fundraising wéekthermore, although the contribution
of the fundraising volunteers is occasional, thet@n ongoing relationship between the
volunteer organization and these volunteers alt f@augh. That is, on the basis of their

fundraising activities these volunteers, for insgrsometimes are contacted for additional
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occasional volunteer work within the volunteer argation.

202 of the 251 questionnaires were filletilpuactual fundraising volunteersand only
170 were complete and could be used for the asabyghis study in which testing the model
requires complete cases. Of the 170 people whonedwsable questionnaires, 76.5%
were women. This is representative for volunteganizations in general, which are often
characterized by a majority of female volunteerg.(é&reenslade & White, 2005; Miller et
al., 1990; Penner & Finkelstein, 1998; Tidwell, 3D0The respondents’ mean age was 52.8
(SD=11.3), which is in line with the observationskafulst and Van Eijck (2002) who
report that in the Netherlands most volunteerdatereen 46 and 75 years of age. The mean
number of years that the volunteers had been wgifkinthis organization was 10.430 =
7), which reflects the ongoing relationship betwdenvolunteer organization and its
volunteers. 45.8% of the respondents held paidpelsgdes working as a volunteer. 85.4% of
the respondents reported to have infrequent contittthe other volunteers, which is
consistent with our characterization of these vidars and their activities.

Procedure Randomly selected fundraising volunteers wereedaal survey and a form in
which they were notified about additional needsvimunteer work within the volunteer
organization. In an accompanying letter the volergevere asked for their participation by
the volunteer organization and the researchers it that the volunteer organization
needed their opinion to improve its volunteer pgland were guaranteed anonymity. The
volunteers participating in the study then senirthgrveys in a self-addressed return
envelope to the volunteer organization, which hdrtiemunopened to the researchers.
MeasuresAll measures were adapted from validated Dutchescal consisted of

existing scales that were translated into Dutck [&le 3). Where necessary, items were

! This is a reflection of the fact that volunteer organizations often do not keep records of their

volunteers up to date (cf. Meijs, 1997).
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adjusted to be more appropriate to volunteer wasks common practice in research among
volunteers (e.g., Tidwell, 2005). All responseseavexcorded on 5-point scales (1otally
disagree 5 =totally agree).

We measurepride with 3 items adapted from the autonomous pridéeeqda/ler &

Blader, 2002) e.g., “I am proud of being a memidesrmame of the volunteer organization>"
(o0 =.87).

We measured volunteer organizatiespectwith 3 items adapted from the autonomous
respect scale (Tyler & Blader, 2002) e.g., “| femdpected as a volunteer by <name volunteer
organization>" ¢ = .84).

Commitmenb the volunteer organization was measured witbr8s adapted from the
Dutch version of the affective organizational cortmant scale, e.g., “<Name volunteer
organization> has personal meaning to mez (84), and 3 items adapted from the Dutch
version of the normative organizational commitnegdle, e.g., “One of the major reasons |
continue to work for <name volunteer organizatiamthat | find <mission volunteer
organization> important’o( = .78), by De Gilder, Van den Heuvel, and Ellen{é897) that
are based on the work of Allen and Meyer (1990).

We measured behavioral intent on behalhefolunteer organizatiowdoperation by
asking volunteers to indicate their intention tmeén with the volunteer organization (see
Miller et al., 1990) as a volunteer € .79), for instance by asking: “How likely istitat you
will continue your work as a volunteer at <namewnbdeer organization> for the next two
years?”. The form included with the questionnam®tigh which volunteers were notified
about the need for additional volunteer work witthie volunteer organization implicitly

conveyed that this was not just a hypothetical tioies
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Results

Table 1 Correlations between averaged constructs of Study 1

(N =170) M SD 1 2 3 4 5

1. Pride 3.44 .85 -

2. Volunteer organization respect 3.55 .68 .38** -

3. Affective commitment 2.96 .83 52** 49** -

4. Normative commitment 3.95 .75 A8r 39r 48 -

5. Intention to remain 4.24 .82 26%  24* 18* 33 -

6. Number of years of active 10.41 7.03 .13 .19* 22%* 21 .02 -

volunteering for the organization®

Note. N = 148 due to missing values. * p < .05. ** p < .01.

Preliminary analysesWe calculated average scores for each of thadet scales to conduct
preliminary analyses of the correlations amongdifferent constructs. The variables were
associated in the way we expected (see Table thude the number of years of active
volunteering for the organization is associatedhwitganizational respect, affective
organizational commitment, and normative organiati commitment, we examined
whether this affected the hypothesized relatiombeh volunteer organization respect on the
one hand and the 2 types of organizational comnmtroe the other. When we corrected for
the number of years of active volunteering, theiglacorrelation between respect and
affective organizational commitment remained intact .46,p < .001). Likewise, after
controlling for the number of years of active vdkegring, a correlation between respect and
normative organizational commitment was also retif= .37,p < .001). As a result, we
decided not to include the number of years of act®unteering as a control variable in the
hypothesized model (Fig. 1).

Measurement analysif order to examine whether the items should bsteled as
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predicted, before examining the relations betwé&erhiypothesized constructs, we conducted
confirmatory factor analyses in EQS 6.1 (BentleW&, 2004). We report the chi-squagé)(
the Nonnormed Fit Index (NNFI), the Comparativelfdex (CFl), and the Root Mean
Square Error of Approximation (RMSEA) as omnibusrfdexes in both thmeasurement
analysisandthestructuralanalysis. The omnibus fit indexes typically indecanodel fit when
the values of NNFI and CFI are between .90 anahd vehen RMSEA is less than .10
(Diamantopoulos & Siguaw, 2000; Hu & Bentler, 1988humacker & Lomax, 2004). We
report chi-square differences tests to comparéttbé different alternative models to the
hypothesized measurement model. The results afdh#&rmatory factor analyses are
summarized in Tables 2 and 3.

We first tested the hypothesized 5-factoasueement model, which showed acceptable
fit to the data 0f%(67,N = 170) = 115p < .001, NNFI = .94, CFI = .96, and RMSEA = .07
(see Table 2). In order to further examine thed¥gliof the hypothesized 5-factor
measurement model, we subsequently tested the ragdelst alternative measurement
models. In the alternative 4A-factor measuremerdehaffective and normative
organizational commitment were merged into one egggpe factor, because the different
types of organizational commitment could have hesterstood as merely reflecting a global
sense of organizational commitment by the respasdas suggested by the correlation
between these 2 construats=(.48,p < .01). Furthermore, before we examine the hymishe
that pride and respect predict organizational cament, in view of the correlations between
pride and respect on the one hand and organizatonanitment on the other, we first
needed to establish whether these can actuallpit@dered separate constructs. Thus, we
examined additional 4-factor measurement modelghich pride and respect were merged
with each type of organizational commitment. As barseen in Table 3, the alternative

measurement models fitted the data significantlg keell than the hypothesized measurement
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Table 2 Standardized Parameter Estimates of Factor Loadings, R”’s, and ltem Means

(N =170) 5-Factor Measurement Model
Questionnaire Factor Item

Items loadings R®> means

Pride

1.) “I am proud to be a member .87 .75 3.27

of an organization with a charitable cause”

2.) “I am proud of being a member of <name .84 .70 3.55
volunteer organization>"

3.) “I feel good when people describe me as 79 .62 3.50
a typical volunteer”

Volunteer organization Respect

1.) “I feel respected as a volunteer by 72 .51 3.82

<name volunteer organization>"

2.) “<Name volunteer organization> listens .84 .70 3.40
to what | have to say about volunteer work”

3.) “<Name volunteer organization> cares about .86 73 3.42
my opinion as a volunteer”

Affective organizational Commitment

1.) “I feel like part of the family at <name 93 .86 2.76
volunteer organization>"

2.) “<Name volunteer organization> has .67 44 3.36
personal meaning to me”

3.) “I feel as if the problems of <name volunteer .83 .68 2.81
organization> are my own”

Normative organizational Commitment

1.) “I feel morally responsible to work as a .92 .84 3.81
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volunteer for <mission organization>"

2.) “I feel morally responsible to work as a .62 .38 3.82
volunteer for charity”

3.) “One of the major reasons | continue to work .71 .50 4.21
for <name volunteer organization> is that |
find <mission volunteer organization>
important”

Intent to remain

1.) “How likely is it that you will quit your work .77 59 4.29
as a volunteer at <name volunteer

organization> within the next 6 months?”

(reverse scored)

2.) “How likely is it that you will continue your .84 .70 4.19
work as a volunteer at <volunteer organization>

for the next two years?”

Table 3 Confirmatory Factor Analysis Results of Study Variables Study 1

Model df P AY¥  NNFI CFlI  RMSEA
5-factor measurement model 67 1154+ .94 .96 .07
4A-factor measurement model® 71 235%*  120%* g2 .86 12
4B-factor measurement model” 71 252%% 137+ g0 .84 12
4C-factor measurement model® 71 221%*  106** .83 .87 A1
4D-factor measurement model® 71 256 141%* 80 .84 12
4E-factor measurement model® 71 259%%  144%* 79 .84 13
1-factor measurement model 77 BA2*+*  AQTR* 5D .60 19

Note. N = 170. Ax? indicates the deviation of each alternative model compared to the hypothesized 5-factor measurement
model.  Combining affective and normative commitment, e Combining pride and affective commitment,
¢ Combining pride and normative commitment, ¢ Combining respect and affective commitment, ° Combining respect and

normative commitment. *** p < .001.
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model in terms of omnibus fit indexes as well ateims of chi-square differences tests. In
sum, the confirmatory factor analyses indicate thatitems are best clustered as intended,
supporting the validity of the hypothesized consisu

The fact that the 1-factor measurement mddes not have acceptable model fit (Table
2) indicates that a single factor does not ade@ateount for the covariation among
the items and this provides initial evidence agadmss from common method variance
(Podsakoff, MacKenzie, Lee, & Podsakoff, 2003).tkermore, when we introduced a factor
that represents common method variance (on whiaf #ie items of the constructs were
allowed to load, see Podsakoff et al., 2003) tontleasurement model, all but one of the
factor loadings of the constructs under examinatemnained significant, which indicates that
common method variance does not distort the coctstalidity of the scales (cf. Kelloway,
Loughling, Barling, & Nault, 20023,

Structural analysisWe used structural equation modeling (SEM) eetut EQS 6.1
(Bentler & Wu, 2004) to test whether the hypothedigtructural model (Fig. 1) is supported
by the data. As our data did not depart substéyfraim normality and our sample was small
(N < 200), we interpreted normal theory Maximum Likebd estimates as recommended by
West, Finch, and Curran (1995).

The statistics we obtained when testindfithef the overall model werg?(70, N = 170)
=121,p<.001, NNFI = .94, CFI = .96, RMSEA = .07. Thesatistics indicate that overall
the hypothesized structural model (Fig. 1) fits énepirical data well (Diamantopoulos &
Siguaw, 2000; Hu & Bentler, 1995; Schumacker & La2004). We consider (see also
Diamantopoulos & Siguaw, 200§j to show significant deviation from the model mgiak

a result of (over-) sensitivity of thé- test, due to the number of degrees of freedontiznd

“We are grateful to Ab Mooijaart, Ed Sleebos, and Daan Stam for their advice concerning

this analysis.
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sample size (according to the power tables givemagCallum, Browne, & Sugawara (1996)
the power of ouy?test approximates .88, which is high).

At this stage we tested the hypothesizadtgiral model (Fig. 1) against 2 alternative
structural models. We constructed an alternativeégily mediated model (examining
whether pride associates directly with the intenteimain in addition to the paths shown in
Figure 1), because in a sample of paid employeds pras found to relate both direcdpd
indirectly (through psychological attachment) tontwver intentions (see Tyler & Blader,
2001), making it relevant to examine whether tihgs anight be the case for volunteer
workers. The hypothesized model (Fig. 1) is nestiin the partially mediated model, and
thus the models can be compared on the basis chiteguare differences test. The statistics
we obtained when testing the overall fit of thetiaély mediated model werg (69,N = 170)
=120,p <.001, NNFI = .94, CFI = .96, RMSEA = .07. A dguare differences test showed
that the fit of the partially mediated model is significantly different £z%= 1, p = ns) from
the more parsimonious and well-fitting hypothesingablel (Fig. 1). Furthermore, in the
partially mediated model the path from pride toititent to remain was not significarft €
.15,p =n9), and the Wald Test generated by EQS 6.1 (Be&tMtu, 2004) indicated that the
direct path from pride to the intent to remain cblé omitted from the partially mediated
alternative model without substantial loss in mdddkee for a discussion Byrne, 1994).
Thus, the hypothesized fully mediated model shoast bt to the data as compared to the
partially mediated alternative model, as hypothegiAdditionally, because our data were all
collected at a single point in time, we examineck@rnativenon-nestedtructural model to
address the possibility that the causal order @ftriables in our model might be reversed
(intention to remain is directly associated witamizational commitment, and the intention
to remain is indirectly associated with pride aaesgpect through organizational commitment).

The omnibus fit indexes of the alternative revensediel ¢ (71,N = 170) = 144p < .001,
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NNFI = .92, CFl = .94, RMSEA = .08) indicate thafiis the data less well than the
hypothesized structural model. More importantlycading to Bentler (2004) in the case of
non-nested model comparison one should specifialigr the model with the lowest value
of AIC. The AIC-statistic indicated that our hypet#ized structural model provides a more
appropriate representation of the data (AIC = th@h the reversed model (AIC = 2.1). Thus,
we accepted the hypothesized structural model (Figs the final model and proceeded with
the examination of the relationships among thentatariables in this model to examine each
of our hypotheses.

We hypothesized (Hypothesis 1) that amorignteers both pride and volunteer
organization respect are directly and positiveoasated with organizational commitment.
Hypothesis 1 was supported by the SEM-analysist,Fride § = .41,p <.001) and
volunteer organization respeft£ .37,p < .001) are both directly and positively assodate
with affective commitment to the volunteer orgati@a, and they jointly account for 42.9%
of the variance in affective organizational comnatrh Second, pridg (= .50,p < .001) and
volunteer organization respeft£ .22,p < .05) are both directly and positively associated
with normative commitment to the volunteer orgatiag and they jointly account for 38.1%
of the variance in normative organizational comneitrn

Additionally, we hypothesized (Hypothesidl2Zat among volunteers both pride and
volunteer organization respect are indirectly aosifpvely associated with the intent to
remain through organizational commitment. Hypoth@&swas supported by the SEM-
analysis. The results confirm that prigle<.20,p < .001) and volunteer organization respect
(B =.10,p < .05) are both indirectly and positively assamiatvith the intent to remain,
through organizational commitment.

Finally, we hypothesized (Hypothesis 3) thratong occasional volunteers, normative

organizational commitment is more strongly relatethe intent to remain than is affective
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organizational commitment. We addressed this hygsishwith a sequential 3-step
procedure. In step 1, we tested a model in which only affecorganizational commitment
is related to the intent to remaagainsta model in which only normative organizational
commitment is related to the intent to remain. Wuaael in which only affective
organizational commitment is related to the intentemain fit the data less welf? (71,N =
170) = 133p < .001, NNFI =.93, CFIl = .95, RMSEA = .07, andCAt -9.1, than the model
in which only normative organizational commitmentélated to the intent to remaji(71,

N =170) =121p <.001, NNFI =.94, CFl = .96, RMSEA = .06, andCAt -21. In step 2,
we specified a model in which the paths from bdtective and normative organizational
commitment to the intent to remain were constraiiodoe equal. The estimation procedure
for this alternative model yielded a model fity6§71, N = 170) = 125p < .001, NNFI = .94,
CFI = .95, RMSEA = .07. A chi-square differencest ®ibsequently showed that this
alternative model fits the data significantly l@gsl than the hypothesized model (Fig. 1), in
which the two paths were allowed to be differerg.(inot constrainedy ®1= 4, p < .05). This
indicates that the two regression slopes are difitsirom each other, and thus that the
association between normative organizational comenit and intention to remain differs
significantly from the relation between affectivganizational commitment and the intention
to remain. Finally, in step 3, we compared theti@hs between organizational commitment
and the intent to remain in the hypothesized m@aich allows the two forms of
commitment to have different relations with theemtto remain). In the hypothesized model
(Fig. 1), only normative organizational commitmehbws a significant relation with the
intent to remainf{ = .38,p < .001), while the relation between affective cormn@nt and the

intent to remain is not significant € .04,p =ns). In sum, these results support our

® We are grateful to an anonymous reviewer for this suggestion.
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Hypothesis 3 that among occasional volunteers nibvenarganizational commitment is more
strongly related to the intention to remain thaaffective organizational commitment.
Furthermore, they indicate that pride and respecbath indirectly and positively associated
with the intent to remain, primarily through norimvatorganizational commitment.
Discussion

In our analysis based on the model of ccatpmr (Tyler, 1999; Tyler & Blader, 2000)
we found support for our predictions that amongiatders both pride and volunteer
organization respect are directly and positiveoasated with organizational commitment
(Hypothesis 1), and that pride and respect areantly and positively associated with
cooperative intent on behalf of the volunteer orgaiion through organizational commitment
(Hypothesis 2). Furthermore, we found support forreasoning that among occasional
volunteers it is primarily normative organizatiocaimmitment that is associated with
behavioral intent on behalf of the volunteer orgation (Hypothesis 3). In sum, these
findings extend existing knowledge about the likedyises and consequences of
organizational commitment among volunteer workang| they complement the results
obtained in previous research among board membenteers (e.g., Dawley et al., 2005;
Preston & Brown, 2004; Stephens et al., 2004).

On the basis of the results of this firsidgtwe conclude that pride and respect are
relevant to the commitment and behavioral intentadfinteer workers. This knowledge may
help address the reliability problem (Pearce, 199Bat is, the results suggest that when
volunteers experience pride and volunteer organizaespect it is more likely that they will
feel committed to, and intend to cooperate witk,\tblunteer organization. If so, volunteer
organizations may do well to implement pride antlimteer organization respect in their
policy to address the reliability problem (Peart@93). But what can volunteer organizations

then possiblyo to induce feelings of pride and volunteer orgatnirarespect to enhance
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the commitment of their volunteers? We will addriss issue in Study 2.
Study 2

Now that we have established that the moti&lyler and Blader (Tyler, 1999; Tyler &
Blader, 2000) is relevant to the field of voluntaenrk, it is important to examinghich
organizational experienceme associated with feelings of pride and respexing
volunteers. Therefore, in Study 2 we focus on tesfble antecedents of pride and respect
and their association with volunteers’ organizasiccommitment through pride and respect.
Additionally, we cross-validate the central procsgscified by the model of cooperation
(Tyler, 1999; Tyler & Blader, 2000) among 2 furtlsamples of volunteers, working in
different volunteer organizations.
The perceived importance of volunteer work as ae@dent of pride

Which organizational experiences éikely to be associated with the experience of
pride among volunteers? We argue that the percémpdrtance of volunteer work is a direct
antecedent of pride, and an indirect antecedeotgznizational commitment through pride.

The fact that the primary aim of the volerterganization is to help society and its
members, instead of making a profit or pursuingeothore instrumental concerns, can be
considered a favorable characteristic of voluntgganizations (e.g., Fisher & Ackerman,
1998; Harris, 2001; Meijs, 1997; Pearce, 1993) rétoee, we argue that individual
volunteers may take pride in their volunteer orgation, to the degree that they feel that
society and its members are helped through theik we a member of the volunteer
organization. This reasoning is consistent withrdsearch of Galindo-Kuhn and Guzley
(2001) in which they report that when volunteersndbperceive their efforts to be of
importance to other people than themselves thegféea dissatisfied and quit volunteering.
Furthermore, we argue that the perceived importaheelunteer work is indirectly and

positively associated with organizational committ&nough pride, because the theoretical
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framework developed by Tyler (1999) and Blader €F\& Blader, 2000) assumes that pride
is the psychological mechanism underlying the i@telbetween the (perceived) status cues of
the organization on the one hand, and commitmetited@rganization on the other. Thus, we
hypothesize that:

Hypothesis 24Among volunteers the perceived importance of ntdar work is directly and
positively associated with pride in being a mentdfehe volunteer organization (4a), and the
perceived importance of volunteer work is indirgethd positively associated with

organizational commitment through pride (4b).
Perceived organizational support as an antecedénespect
Which organizational experiences are likelype associated with the experience of

volunteer organization respect among volunte®/s?argue that the experience of
organizational support is a direct antecedent ggeet, and an indirect antecedent of

organizational commitment through respect.

While some researchers (e.g., Farmer & Feli99) have examined perceived

organizational support (Eisenberger, HuntingtontcHmson, & Sowa, 1986; see also

Rhoades & Eisenberger, 2002) as reflectinggreeralbelief of volunteers that the volunteer
organization values their contribution and caresualtheir well-being, others (e.g., Clary,
1987; Galindo-Kuhn & Guzley, 2001; Gidron, 1983ybdaddressed the role gfecifictypes

of support from the volunteer organization and hbgse are experienced (i.e., perceived) by
volunteers workers. Emotion-oriented support (Gla887) is a form of support that
addresses the recipient’s feelings, for examplexgmession of appreciation by the volunteer
organization for the volunteers’ time and effort.elxpressing emotion-oriented
organizational support, the volunteer organizations to enhance the feeling of the

individual volunteer of being valued, for instariyecommunicating that his or her
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contributions are worth the effort. Task-orientegort (Clary, 1987) refers to more concrete
forms of assistance, for instance when the recipgeconfronted with a problem. In the field
of volunteer work task-oriented organizational supjs important because it can help
volunteers to overcome problems during volunteetkw®he distinction between emotion-
oriented support and task-oriented support offerhér insight into the different types of
perceived organizational support and their effaot®ng volunteers. Therefore, for the
present research we adopt the distinction betweepérceived emotion-oriented
organizational support and the perceived task-tetenrganizational support that has been
suggested by researchers in the field of volunteek (e.g., Clary, 1987; see also Galindo-

Kuhn & Guzley, 2001; Gidron, 1983).
We argue that support from the organizatiam be considered a cue for one’s status

within the organization. Specifically, volunteers may deffieelings of respect from
organizational support (instead of simply seeirgggtipporting efforts of the organization as a
way to optimize the effectiveness of their worlgcause the main aim of the volunteer
organization is to achieve its mission of helpiegle, not to support their volunteer
workers. Indeed, according to Pearce (1993) lackaiey and human resources is common
among volunteer organizations. Thus, the resouhzare available are primarily there to
help the people the organization is trying to semmeé are not to be spent on volunteers. In
other words, as the clientele of a volunteer orgation is central in the mission of a
volunteer organization, this causes the voluntemkers to be considered less important by
implication. Under these conditions, we expect thatdegree to which volunteers experience

support from their volunteer organization is dihgeind positively associated with the degree
to which volunteers feel respected by the orgaimmaFurthermore, we argue that the types

of perceived organizational support are indireattg positively associated with
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Figure 2. The perceived importance of volunteer work and the perceived organizational support as
directly and positively associated with pride (Hypothesis 4a) and respect (Hypothesis 5a), and as
indirectly and positively associated with organizational commitment through pride (Hypothesis 4b) and

respect (Hypothesis 5b).

organizational commitment through respect, bectheséheoretical framework developed by
Tyler (1999) and Blader (Tyler & Blader, 2000) as®s that respect is the psychological
mechanism underlying the relation between one’sc@ieed) status cues within the

organization and commitment to the organization.ties hypothesize that:

Hypothesis 5Among volunteers perceived emotion-oriented as#t-briented organizational
support is directly and positively associated wittunteer organization respect (5a), and the
types of perceived organizational support are eddiy and positively associated with

organizational commitment through respect (5b).

In sum, Study 2 extends the social idertiiged model of cooperation with the
organization (Tyler, 1999; Tyler & Blader, 2000gdause it focuses on possible antecedents
of feelings of pride and respect and their relatatin organizational commitment through
pride and respect. To address the robustness @nalysis, we will examine the empirical

support for our hypotheses (which are modeled gui& 2) in 2 volunteer organizations
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which differ in the extent to which the voluntears likely to (indirectly) benefit from the
activities of the organization.
Method
Participants.Sample 1: Participants were 203 fundraising vaerg from a Dutch volunteer
organization whose mission is to help the handiedpptegrate in society. According to the
volunteer organization, sometimes their voluntéeid family relations with a handicapped
person and thus some of these volunteers can hdsieeirectly benefit from the activities
of the volunteer organizatidh According to the volunteer organization roughdyftof their
volunteers have an association with the clientete@volunteer organization and most of
their volunteers have infrequent interpersonal @agnizational contact as a volunteer. Of
the 203 questionnaires only 173 were complete anttide used for the analysis of this
study in which testing the model requires compébatses. Of the 173 people who returned
usable questionnaires 82.1% were women. The regptsidnean age was 5380 = 10.46),
the respondents’ mean number of years volunteerethé organization was 8.53[0 = 6.5),
and 32.4% held paid jobs besides working as a veéun

Sample 2: Participants were 193 fundraisimignteers from a Dutch volunteer
organization that supports health care initiativedeveloping countries through direct
financial aid, the delivery of materials and equgnt) and other means. Because of the
mission and the geographical location of the vaanbrganization, it is highly unlikely that
the Dutch volunteers are in some way related t@#uple the organization is trying to setve

This implies that they are unlikely to have annastental interest in supporting the volunteer

* In the remarks on the questionnaire one of the volunteers made a request to the organization to
transport her wheel chaired daughter to a leisure activity. This illustrates that volunteers of this

organization sometimes hold family relations with the organization’s beneficiaries.
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organization. Of the 193 questionnaires only 164eveemplete and could be used for the
analysis of this study in which testing the modegjuires complete cases. Of the 164 people
who returned usable questionnaires 84.8% were wolfe@respondents’ mean age was 54.7
(SD=10.8), the respondents’ mean number of yeatsweéred for the organization was
12.37 8D =9.76), 51.8% held paid jobs besides working aslanteer, and 87.2% reported
to have infrequent interpersonal contact with ttieeovolunteers.
Procedure Randomly selected fundraising volunteers wereedaal survey with an
accompanying letter in which they were asked feirtparticipation by the volunteer
organization and the researchers, told that thenteér organization needed their opinion to
improve its volunteer policy, and guaranteed andtyrithe volunteers participating in the
study then sent their surveys in a self-addresstedr envelope to the volunteer organization
that handed the envelopesopened to the researchers.
MeasuresPride (Sample 1a = .80; Sample 2u = .84), volunteer organization respect
(Sample 1o = .83; Sample 21 = .86), affective organizational commitment (Saenplo =
.86; Sample 20 = .85), and normative organizational commitmeriniple 1.0 = .68;
Sample 2o = .81) were measured with the same items as iyStuAs in Study 1 all
responses were recorded on a 5-point scalet¢lafty disagree5 =totally agres.

We measured thpeerceived importance of the volunteer waiikh 3 items based on the
Volunteer Satisfaction Index (Galindo-Kuhn & Guzl@p01), for example: “I perceive that
my volunteer work benefits the <clientele of volesit organization>" (Sample &= .77,

Sample 2o = .80).

® In the remarks on the questionnaire one volunteer indicated to have lived a couple of years
as an expatriate in one of the developing countries in which the organization is active.
However, none of the volunteers indicated to have relatives, friends, etc. in the developing

countries who might benefit from the activities of this organization.
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We measured thperceived emotion-oriented organizational supg@ritems, Sample 1:
a =.92; Sample 21 = .80) and theerceived task-oriented organizational supp@ritems,
Sample 1o = .89; Sample Zu = .85) with items based on the Volunteer Satigfadindex
(Galindo-Kuhn & Guzley, 2001), such as: “<Name va&er organization> lets her
volunteers frequently know that she appreciates &fort” (for emotion-oriented support),
and “<Name volunteer organization> assists me@afitly in my volunteer work” (for task-
oriented support).
Results
Preliminary analysesWe calculated average scores for each of thadet scales to
conduct preliminary analyses of the correlationemagnthe different constructs. The variables
were associated in the way expected (see TabBedause in Sample 2 the number of years
of active volunteering for the organization is asated with pride as well as with affective
organizational commitment, we examined whetherrtight account for the hypothesized
relation between pride and affective commitmentwieleer, when controlling for the number
of years of active volunteering, the partial catien between pridand affective
organizational commitment remained=.63,p < .001). Therefore, we decided not to include
the number of years of active volunteering as drobmariable in the hypothesized model.
Measurement analysif order to examine whether the items should bsteled as
predicted, we conducted confirmatory factor anayseEQS 6.1 (Bentler & Wu, 2004). The
results of the confirmatory factor analyses arersanzed in Tables 5 and 6 for both Sample
1 and Sample 2. We first tested the hypothesiziedior measurement model and this model
showed an acceptable model fit to the data in Batinples (see Table 5). Omnibus fit
indexes arg? (131,N = 173) = 245p < .001, NNFI = .92, CFI = .94, and RMSEA = .07 for
Sample 1, ang? (131,N = 164) = 219p < .001, NNFI = .93, CFI = .95, and RMSEA = .06

for Sample 2. In order to further examine the vglidf the hypothesized 7-factor
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Table 4 Correlations between averaged constructs of Study 2

Sample 1 (N =173) M SD 1 2 3 4 5 6 7
1. Perceived importance of  4.08 .58 -
volunteer work
2. Perceived emotion-oriented 4.01 .68 31 -
organizational support
3. Perceived task-oriented 3.44 .82 .26** .60** -
organizational support
4. Pride 3.46 74 53 31+ .23** -
5. Organizational Respect 3.43 .64 .36%* 4% .68** .38**
6. Affective commitment 2.98 .76 49+ .32%* 29%* .68** A1 -
7. Normative commitment 3.86 .69 .35%* .36%* .36%* A8 37 53
8. Years of volunteering 8.52 6.50 .08 .00 .08 .07 -.01 .05 .18*
for the organization®
Sample 2 (N =164)
1. Perceived importance of  3.86 .60 -
volunteer work
2. Perceived emotion-oriented 3.88 .61 27 -
organizational support
3. Perceived task-oriented 3.67 .73 31 .55** -
organizational support
4. Pride 3.11 .79 .35** .39** .30** -
5. Organizational Respect 3.62 .66 32%* .63** T3** .36** -
6. Affective commitment 2.82 75 .32%* 27 .33 .63** .35%* -
7. Normative commitment 3.98 .65 .26%* .28** 27** .38** 32%* .35%* -
8. Years of volunteering 12.37 9.76 .08 .01 .08 .21* A1 .25** .14

for the organization®

Note. *N = 161 due to missing values; ® N = 144 due to missing values. * p < .05. ** p < .01.
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Table 5 Standardized Parameter Estimates of Factor Loadings, R”’s, and ltem Means

Sample 1 (N =173) Sample 2 (N = 164)

Questionnaire Factor Item Factor Item

Items loadings R? means loadings R*> means

Perceived Importance of Volunteer Work

1.) “I perceive that my volunteer work benefits .56 31 371 74 54 351
the <clientele of volunteer organization>"

2.) “My voluntary effort really benefits <name .87 75 4.29 .75 .56 4.09
volunteer organization>"

3.) “My volunteer work is of importance for .87 75 4.25 .82 .67 3.97
<mission volunteer organization>"

Perceived Emotion-oriented

Organizational Support

1.) “<Name volunteer organization> 91 82 4.07 .86 .73 4.06
appreciates the effort of her volunteers”

2.) “<Name volunteer organization> lets her 95 90 3.95 .78 .60 3.70
volunteers frequently know that she
appreciates their effort”

Perceived Task-oriented

Organizational Support

1.) “<Name volunteer organization> assists .89 79 351 .83 .68 3.79
me sufficiently in my volunteer work”

2.) “<Name volunteer organization> advices 91 82 3.36 .89 79 354
and assists me in my volunteer work”

Pride

1.) “I am proud to be a member .80 64 3.31 .85 72 301

of an organization with a charitable cause”

2.) “I am proud of being a member of <name 79 62 3.61 .85 .72 3.10
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volunteer organization>"

3.) “I feel good when people describe me 69 A7 3.46 .69 47 321
as a typical volunteer”

Volunteer organization Respect

1.) “I feel respected as a volunteer by 81 .65 3.68 .73 .53 3.84

<name volunteer organization>"

2.) “<Name volunteer organization> listens 75 56 3.26 .86 73 3.47
to what | have to say about volunteer work”

3.) “<Name volunteer organization> cares .80 64 3.35 .88 .77 354
about my opinion as a volunteer”

Affective organizational Commitment

1.) “I feel like part of the family at <name .85 72 279 .91 .82 2.60
volunteer organization>"

2.) “<Name volunteer organization> has .84 70 3.14 77 59 3.20

personal meaning to me”

3.) “I feel as if the problems of <name 78 .60 3.00 74 54 2.65
volunteer organization> are my own”

Normative organizational Commitment

1.) “I feel morally responsible to work as a 71 50 3.80 .84 70 4.02
volunteer for <mission volunteer
organization>"

2.) “I feel morally responsible to work as a .62 38 3.72 .76 .57 3.98

volunteer for charity”

3.)"One of the major reasons | continue to work .61 37 4.05 71 50 3.95

for <name volunteer organization> is that |

find <mission volunteer organization> important”
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Table 6 Confirmatory Factor Analysis Results of Study Variables Study 2

Sample 1 (N =173)

Model df X Ax¥* NNFI CFl  RMSEA
7-factor measurement model 131 245%%* .92 .94 .07
6A-factor measurement model® 137 3714 126** 85 .88 .10
6B-factor measurement model® 137 301%+*  BEre .89 91 .08
6C-factor measurement model® 137 31gkkx  73re .88 91 .09
1-factor measurement model 152 1020%*  775%* 49 55 18

Sample 2 (N = 164)

7-factor measurement model 131 219% 93 95 .06
6A-factor measurement model® 137 274%%%  Boxk .90 .92 .08
6B-factor measurement model® 137 264%%%  AGr 91 .92 .08
6C-factor measurement model® 137 250%k% P Hx .92 .93 .07
1-factor measurement model 152 Q27+  708** 48 54 18

Note. A)(z indicates the deviation of each alternative model compared to the hypothesized 7-factor measurement model.

& Combining perceived emotion-oriented and task-oriented organizational support, e Combining the perceived emotion-oriented
organizational support and respect, © Combining the perceived task-oriented organizational support and respect.

< 001,

measurement model, we subsequently tested the ragdelst alternative measurement
models, using the chi-square differences teshératternative 6 A-factor measurement model,
perceived emotion-oriented and task-oriented omgditinal support were merged into one
aggregate factor, because some researchers destioguish between these two forms of
support (e.g., Farmer & Fedor, 1999), and indeedthrelation between the 2 constructs
(Sample 1r = .60,p < .01; Sample 2. = .55,p < .01) indicates that respondents might have

seen both as indicators of more global organizatisapport. Furthermore, before examining
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our hypothesis that organizational support predispect, in view of the correlations

between the different types of perceived orgarorati support on the one hand and respect
on the other, we needed to establish that thesbearen as distinct constructs. Thus, we
constructed additional 6-factor measurement madedhich we merged each type of
perceived organizational support with organizatisespect. As can be seen in Table 6, these
alternative measurement models all fit the dataiaantly less well than the hypothesized
measurement model in terms of omnibus fit indexewell as in terms of chi-square
differences tests. Thus, the confirmatory factalgses show that the items are best clustered
as intended, supporting the validity of the hypethed constructs.

As we did in Study 1, we also examined whethe relations between the hypothesized
constructs might be caused by common method vagiakgain, initial evidence against bias
from common method variance is provided by the tiaat the 1-factor measurement model
does not have acceptable model fit in either Saifif@ble 6). Additionally, we used the same
procedure as in Study 1 to further examine whetiefactor loadings of the hypothesized
constructs remain significant when controlling floe effects of a factor that represents
common method variance. After correcting for commmathod variance in this way, in
Sample 1 all, and in Sample 2 all but one, of #wdr loadings of the constructs under
examination remained significant, providing addiibevidence that common method
variance does not distort the construct validityhef scales (cf. Kelloway et al., 2002)
Structural analysisWe used SEM executed in EQS 6.1 (Bentler & W042@o test
whether the hypothesized structural model (Figs 3upported by the data. When testing the

overall model, the fit indices for Sample 1 wgfel42,N = 173) = 268p < .001, NNFI = .92,

® Initially, we encountered a Heywood case (see Chen, Bollen, Paxton, Curran, & Kirby,
2001) in these analyses, but in both Samples we have resolved the Heywood case in model re-

estimation.
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CFI = .93, and RMSEA = .07, and for Sample 2 wé(@42,N = 164) = 240p < .001, NNFI
=.93, CFl = .94, and RMSEA = .07. These resultgysst that in both Samples the
hypothesized model shows acceptable fit to the ecapidata (Diamantopoulos & Siguaw,
2000; Hu & Bentler, 1995; Schumacker & Lomax, 2004)

We subsequently tested our hypothesized hipdg 2) against a partially mediated
structural model (with direct paths from the pevediimportance of volunteer work and the
perceived organizational support to organizati@eahmitment, in addition to the paths
depicted in Fig. 2), because it is possible thatustcues have a direct effect on psychological
engagement in addition to an indirect effect thitopgde and respect as underlying
psychological mechanisms. That is, although itlmaassumed that the characteristics of an
organization relate to psychological engagemertt thils organization because of the pride
and respect they instill in individual workers, yims research among paid employees (e.qg.,
Carmeli, 2005; Smidts, Pruyn, & Van Riel, 2001) katablished direct relations between the
perceived status of the organization and orgamimaticommitment, as well as between
perceived support provided by the organization@ganizational commitment (see Rhoades
& Eisenberger, 2002). The alternative partiallydmaéed structural model yielded a model fit
for Sample 1 0f%(136,N = 173) = 261p < .001, NNFI = .92, CFI = .93, and RMSEA = .07,
and for Sample 2 gf(136,N = 164) = 236p < .001, NNFI = .92, CFl = .94, and RMSEA =
.07. A chi-square differences test showed thaattegnative model does not represent a
significant improvement over the more parsimonibysothesized model for Sample 1
(Ay%s= 7,p = ns) or Sample 24’ = 4,p = ns). Furthermore, in both Samples all additional
direct paths were non-significant, and the Waldt Geserated by EQS 6.1 (Bentler & Wu,
2004) showed that in both Sample 1 and Sample adtional direct paths were redundant.
Thus, these results indicate that pride and redpigtmediate the relationship between the

perceived importance of volunteer work and peratiwmganizational support on the one hand
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and organizational commitment on the other. We @gteckthe hypothesized model and
proceeded with the close examination of the hymtieel relationships among the latent
variables.

We predicted (Hypothesis 4a) that amongmnalers the perceived importance of
volunteer work is directly and positively associhtéth pride, and (Hypothesis 5a) that the
types of perceived organizational support are tiyend positively associated with volunteer
organization respect. These hypotheses were s@gploytthe SEM-analysis of both Sample 1
and Sample 2. The perceived importance of volumeek is directly and positively
associated with feelings of pride (Sampl¢ £ .60,p < .001,R? = .359; Sample 3 = .47,p
< .001,R? = .22). Perceived emotion-oriented organizatisugport (Sample B = .59,p <
.001; Sample 23 = .25,p < .01) and perceived task-oriented organizatisopport (Sample
1:8=.41,p<.001; Sample = .67,p <.001) are both directly and positively assodate
with feelings of volunteer organization respectSemple 1, the types of organizational
support jointly account for 82.5% of the variange@spect. In Sample 2, the types of
organizational support jointly account for 73% loé¢ tvariance in respect.

In addition, we re-examined the relationsMeen pride, respect, and organizational
commitment specified in the core of our model, nmss-validate the results obtained in Study
1. In Hypothesis 1, we predicted that among volergtéoth pride and respect are directly and
positively associated with organizational commitidimnis hypothesis was further supported
by the SEM-analysis of both Sample 1 and Sampleshypothesized, the results indicate
that pride is directly and positively associatethviioth affective organizational commitment
(Sample 18 = .77,p < .001; Sample 3 = .71,p < .001) and normative organizational
commitment (Sample B.= .60,p < .001; Sample 3 = .37,p < .001). The results also
indicate that volunteer organization respect isatly and positively associated with both

affective organizational commitment (Sampl$ k& .19,p < .01; Sample 23 = .16,p < .05)
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and normative organizational commitment (Samplg4:.30,p < .01; Sample 23 = .23,p<
.01). In Sample 1, pride and volunteer organizatespect jointly account for 69% of the
variance in affective organizational commitment] anSample 2 they jointly account for
56.4% of the variance. In Sample 1, pride and vekmorganization respect jointly account
for 51.8% of the variance in normative organizasloccommitment, and in Sample 2 they
jointly account for 21.8% of the variance.

Finally, we addressed Hypotheses 4b anevBizh stated that the hypothesized
antecedents of pride and respect (i.e., the pexdemportance of volunteer work and
perceived organizational support) are indirectlgt positively associated with organizational
commitment. Hypotheses 4b and 5b were supportedeb$EM-analysis. The results show
an indirect and positive relation of the perceiuwagortance of volunteer work with affective
organizational commitment (Samplefl=.46,p < .001; Sample 3 = .33,p <.001) and
normative organizational commitment (Sampl@ £:.36,p < .001; Sample  =.17,p<
.01), through pride. The results also show an aufliand positive relation of perceived
emotion-oriented organizational support with affexibrganizational commitment (Sample 1.:
B=.11,p<.01; Sample 23 = .04,p < .10) and normative organizational commitment
(Sample 1 = .17,p < .01; Sample 23 = .06,p < .10), through respect. Likewise, we
observed a significant indirect and positive relatbetween perceived task-oriented
organizational support and affective organizati@mahmitment (Sample B:= .08,p < .01;
Sample 28 = .11,p < .05) as well as normative organizational comraitt(Sample 18 =
12,p<.01; Sample 23 = .15,p < .05), through respect.

In sum, in both Samples we found consistempirical support for the structural model
(Fig. 2) we hypothesized.

Discussion

We found support for our main predictiontthmong volunteers the perceived
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importance of volunteer work is associated witld@riHypothesis 4a), that perceived
organizational support is associated with volunteganization respect (Hypothesis 5a), and
that the antecedents are indirectly and positigsgociated with organizational commitment
through respectively pride (Hypothesis 4b) and eesfHypothesis 5b). Importantly, we also
cross-validated the main part of the model of coafpen (Tyler, 1999; Tyler & Blader, 2000)
in 2 additional volunteer organizations, as we adaiind empirical evidence in support of
our prediction (Hypothesis 1) that both pride agspect are associated with volunteers’
organizational commitment, in two different typds/olunteer organizations. On the basis of
the results of Study 1 we posited that pride andnteer organization respect can help
predict volunteers’ commitment to the organizatiamg that pride and respect can hence
contribute to the willingness to cooperate with ¥o&unteer organization among volunteers.
Extending Study 1, the results from Study 2 sugtiedtvolunteer organizations might use
organizational experiences that enhance the pedémportance of volunteer work and
foster the perception that support is providedhgydrganization, to induce feelings of pride
and respect, when they aim to enhance the commitofi¢heir volunteer workers.
General Discussion

In this research, we have found that théefeded) social identity-based model of
cooperation with the organization is valid in, aakevant to, volunteer organizations.
However, this research has value beyond showirgssilple way to address the commitment
and cooperative intent of volunteers. First, ther@ lack of theory and models that explain
why people (continue to) volunteer (Penner & Fiskah, 1998). Furthermore, there is a lack
of knowledge of what volunteer organizations carialpromote volunteerism (Fisher &
Ackerman, 1998). Therefore, our finding that thedeloof cooperation (Tyler, 1999; Tyler &
Blader, 2000) is relevant to the motivation of vakers adds a new and promising

perspective to research on the organizational hehaf/volunteer workers. Second, because
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we examined the model of cooperation (Tyler, 1988er & Blader, 2000) in a setting where
material rewards are absent we were able to shaiptide and respect can be reason to
cooperate with the organization in their own rigftat is, we demonstrated that pride and
respect are of importance as motivators beyondjratependently of, instrumental
considerations (such as monetary rewards or capgmrtunities). Although this knowledge
is of particular importance to non-profit volunteganizations because these organizations
can only use non-material means (such as pridgecgsto reward and motivate their
workers, it also is relevant to a broader rangergénizations, as organizational experiences
that induce pride and respect can be expectedni@nes motivation among paid employees in
ways that cannot be understood from more instruah@piproaches to work motivation.
Finally, when we addressed the cooperative intastaoccasionalvolunteers in Study 1,

we found that these are mainly associated withr tit@imativeorganizational commitment.
Indeed, this is relevant because it extends themdhat in for-profit organizations and in
volunteer boards the performance and behaviorahirins of workers are primarily
associated with their affective commitment to thgamization (Dawley et al., 2005; Meyer et
al., 2002; Preston & Brown, 2004; Stephens e@b4). As far as we know, the present
research is the first to indicate that there aszijg circumstances under which normative
commitment is more relevant as a predictor of bamalvintentions than is affective
organizational commitment. This is not to say tifé&tctive commitment is less important or
less relevant for volunteer organizations in gelndémeact, there may be specific behaviors
(such as mutual support and helping behaviors aniolupteers) for which affective
commitment is the primary determinant. This is &eotesult of the present investigation that
opens up interesting possibilities for further depenent of theory and for additional

research.
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Implications for volunteer organizations

On the basis of the results obtained weidenshe model of cooperation (Tyler, 1999;
Tyler & Blader, 2000) to be valuable in addresdimg reliability problem (Pearce, 1993). In
line with theoretical reasoning and relevant resgane interpret our present findings as
indicating that when volunteers experience pride r@spect it is more likely that they will
cooperate with the volunteer organization. Theesfare think that volunteer organizations
may do well to implement strategies that inducedeand respect.

Our results suggest that volunteer coordisatan induce feelings of pride among
volunteers by making it clear to them that theindites are important for the people the
organization is trying to serve. For instance, ntder organizations can provide volunteers
with concrete feedback about the successes ofjtheirefforts in a magazine or (electronic)
newsletter (e.g., reporting the amount of monelect#d, describing the projects supported,
etc.). Alternatively, volunteer organizations caraage informal meetings between
volunteers and the people the organization is ¢gryinserve so that volunteers have the
opportunity to hear from the organization’s benafies what the efforts of the
volunteers mean to them. Our findings further ssgfeat volunteer organizations might
enhance feelings of respect among volunteers byigingg them with emotion-oriented and
task-oriented organizational support during volenteork. For instance, volunteer
coordinators often form the link between the voa@ntorganization and individual volunteers.
Therefore, volunteer coordinators can be trainedd¢ate a supportive environment in which
they regularly communicate to the appointed volergehat the organization appreciates their
donations of time and effort (emotion-oriented suppand inquire whether all goes well or
offer their help during volunteer work (task-oriedtsupport). Other strategies volunteer
organizations can use to provide volunteers wik-@iented support, may include the

appointment of a special contact person and/ophelee line for task-related questions,
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providing volunteers with the opportunity to reaadditional training to optimize the
effectiveness of their volunteer work, compilinghanual that provides guidelines for the
different activities that have to be carried outletting volunteers choose a task that best
suits their capabilities.
Limitations of the present research

A limitation of the present research is that theadae cross-sectional self-reports, which
can only be analyzed with statistical techniquesetdaon correlational analysis. The main
concern regarding results obtained from self-regata is the possible threat of common
method variance that might attenuate the theotetigaificance of the observed relations
between the variables that were measured (Podseaikalff, 2003). However, when we
addressed this possibility in different ways, werfd no evidence in any of the 3 samples
examined that the relations we observed amongahahles in our model are merely the
result of common method variance, supporting tht@ndhat the results we obtained reflect
meaningful relations between the hypothesized cocist A further consequence of the
correlational nature of our data is that they damest only suggest causality among the
variables. Thus, additional longitudinal or expegittal studies are required to further validate
the causal relations among the constructs in thdetsave hypothesized. In this context, it is
important to note that our interpretation doesafthe causal relations proposed in the
theoretical framework that was used (Tajfel & Turrd®79; Tyler, 1999), and is consistent
with observations in relevant research among paidevrs (Tyler, 1999; Tyler & Blader,
2000, 2001, 2002), as well as results from expeartaigesearch in this area (e.qg.,
Branscombe et al., 2002; Doosje et al., 2002; Eisnet al., 1993; Sleebos et al., 2006;
Simon & Sturmer, 2003). Furthermore, when analy$iegpresent data we tested the
hypothesized models against alternative modelsf@n that the models we proposed show

the best fit to these data. Nevertheless, we tthake is value in conducting experimental
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field studies that aim to manipulate different pieed antecedents of pride and respect, in
order to see whether these induce the hypothestages and contribute to commitment and
cooperative behavior.
Suggestions for further research

There is still much to be known about thgamizational behavior of volunteers. We have
argued that the different types of organizatiomshmitment distinguished by Allen and
Meyer (1990) can operate differently among volurgees opposed to paid workers, and even
that the types of organizational commitment carraigedifferently among specific groups of
volunteer workers. Future research should furtkptoze how, when and why the different
types of organizational commitment distinguishedMign and Meyer (1990) are relevant
among specific groups of volunteers.

In this research we have addressed 1 spadfiect of the cooperation construct,
namely behavioral intent on behalf of the orgamirafsee Tyler & Blader, 2000, 2001,
2002). Now that we have established the validitthefsocial-identity based model of
cooperation as a tool to understand organizatioo@mitment among volunteer workers,
future studies might further explore how actualdebrs aimed at cooperation with the
volunteer organization are related to pride, res@aw organizational commitment. For
instance, researchers can address the behavifmdsefxerted by volunteer workers, examine
the extent to which they actually cooperate witllaaff within the volunteer organization,
or assess the degree of behavioral complianceytests or guidelines provided by the
volunteer organizatioh

For now, we have shown that pride and respectedegant and valuable in the field of

volunteer work, and that they hold a clear promngé regard to further theory development
and research on the organizational behavior ofntekr workers.

" We are grateful to an anonymous reviewer for this suggestion.
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Chapter 4

Anticipated pride and respect in volunteer recreitim

This chapter featured in the Journal of ApplieddPsjogy, see
Boezeman, E. J., & Ellemers, N. (2008b). Volunteeruitment: The role of organizational
support and anticipated respect in non-voluntestgaction to charitable volunteer

organizationsJournal of Applied Psycholog93, 1013 — 1026.
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To sustain or expand their activities, voaan organizations are commonly in need of
additional volunteers (Farmer & Fedor, 2001, Pe&l®83). Several theories and recruitment
strategies offer a view on how workers can becotimacied to organizations (see for an
overview Ehrhart & Ziegert, 2005; Rynes, 1991; SahyRynes, & Aldag, 1987). However,
these have mainly been developed and examinea icathtext of paid work. As volunteers
are unpaid workers by definition (e.g., Meijs, 19P@arce, 1993) and because volunteer
work is fundamentally different from paid work (Sfee an overview of key differences
Cnaan & Cascio, 1999; Pearce, 1993), it is noteatlent that the existing literature on the
attraction and recruitment of (paid) workers islvgeited to help charitable volunteer
organizations recruit volunteers. For instance ematresources (e.g., salary, bonuses,
participation in a pension fund, etc.) that profiganizations can use to recruit employees are
not available to charitable volunteer organizatis® aim to recruit volunteers, due to for
instance the ideological and financial circumstarioevhich charitable volunteer
organizations operate. As a result, charitablenteler organizations can only apply their non-
material features to present their organizatiopdi@ntial volunteers as an attractive place to
work. Hence, current insights based on the recentrof paid employees are not necessarily
relevant to the recruitment of volunteer workerslded, it has been noted that research is
needed to address how volunteer organizations rmangte volunteerism and attract new
volunteers (Fisher & Ackerman, 1998). We presestu8ies that build upon and extend the
social identity-based model of cooperation with dhganization (Tyler, 1999; Tyler &

Blader, 2000; see also Boezeman & Ellemers, 200084), and in this way develop

theoretical and practical insights about the recrent of volunteers.
A social identity approach to recruitment

In this paper we argue that social iderttigory (SIT; Tajfel & Turner, 1979) is

particularly relevant to the recruitment of volumte, because SIT addresses non-material
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outcomes - such as feelings of self-worth - aswestfor group attraction. Indeed, SIT has
been found to offer a valid conceptual frameworkxamine the organizational behavior of
existing volunteers (Boezeman & Ellemers, 2007, 820@adinu & Cerchioni, 2001; Tidwell,
2005).

SIT (Tajfel & Turner, 1979), a group-baskddry that is also relevant to organizations
(Ashforth & Mael, 1989; Ellemers, De Gilder, & Hast, 2004; Haslam & Ellemers, 2005;
Hogg & Terry, 2000), postulates that people detinar self-image partly from their group
and organizational membership(s). The part of ogefsconcept derived from such
membership in groups or organizations is referoealstone’s social identity. Furthermore,
positively distinct organizational characteristoag contribute to positivesocial identity,
inducing feelings of self-esteem and self-worth.SA§ assumes that people prefer to feel
good about themselves, the theory maintains th@lpeconsider it attractive to be included
in groups and organizations that contribute pasiyivo their social identity (Ashforth &
Mael, 1989; Ellemers et al., 2004; Haslam & Ellespn@005; Hogg & Terry, 2000; Tajfel &
Turner, 1979).

According to Tyler and Blader (Tyler, 1999ler & Blader, 2000), 2 assessments
concerning organizations contribute to a positvaa identity, namely pride and
respect. Tyler and Blader (Tyler, 1999; Tyler & &, 2000) further argue that pride and
respect have the potential to instigate psychobdgingagement that should subsequently
lead to behavioral engagement with the organizadomong existing members of
organizations, pride reflects the evaluation threg 1 part of an organization with high status
and respect reflects the evaluation that one sl@ed member of the organization (e.g.,
Tyler, 1999; Tyler & Blader, 2000). Correlationéidies among paid employees (Tyler,
1999; Tyler & Blader, 2000, 2001, 2002) as weleaperimental research (e.g., Branscombe,

Spears, Ellemers, & Doosje, 2002; Sleebos, EllendeBe Gilder, 2006; Simon & Stirmer,



94 Managing the volunteer organization

2003) offer data in support of the reasoning tatuations of pride and respect induce
engagement with organizations. Accordingly, we arthat both pride and respect are likely
to be relevant to individual attraction to orgami@as. However, previous research on pride
and respect has solely focused on the engagementistihg membersf groups and
organizations. The question remains wheticipatedfeelings ofpride andrespectare
relevant tonon-membersattraction to organizations and — if this is thee— whether
anticipated pride and respect can be used foritewnt purposes.
The anticipation of pride and respect

Expectancy theory (Vroom, 1964) argues that petgpid to behave in ways that they
expect to yield valued outcomes. Based on expegtidneory (Vroom, 1964) in combination
with SIT (Tajfel & Turner, 1979) and the work of [€y et al. (e.g., Smith & Tyler, 1997),
Barsness, Tenbrunsel, Michael, and Lawson (200& hegued that people value the
membership of an organization that has high stadsin which one would be esteemed as an
individual, and therefore assess the pride ancedgpat they anticipate to experience when
evaluating their potential membership in organ@ati Hence, according to Barsness et al.
(2002), it is througlanticipatedfeelings of pride and respect associated withrorgdional
membership that an organization might become aitteato non-members of that
organization. Initial findings to this effect shadvthat expected pride from the organizational
membership of a profit organization was positivagociated with applicants’ job pursuit
intentions and negatively associated with the mummsalary that they were willing to accept
(Cable & Turban, 2003). Thus, based on relevardrithand previous research among people
looking for paid work, we predict that anticipatedde (Hypothesis 1) and anticipated respect
(Hypothesis 2) predict non-volunteers’ attractiorcharitable volunteer organizations.

If anticipated feelings of pride and respamttribute positively to non-volunteers’

attraction to volunteer organizations, the nextsgjoe is how volunteer organizations can
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benefit from this knowledge in their recruitmenfoefs. Researchers (e.g., Ehrhart & Ziegert,
2005; Rynes, 1991; Turban, 2001; Turban & Cable32Gave argued in line with signalling
theory (Spence, 1973) that non-members create regsion of what it will be like to be a
member of an organization by considering the infaran they have about the organization
as relevant signals of organizational charactessfihus, what kind of information about the
volunteer organization is likely to represent tharacteristics of the volunteer organization
from which non-volunteers can infer anticipatioignde and respect? To advance theory
development concerning non-volunteers’ attractowdlunteer organizations, and to be able
to address volunteer attraction in practice, itniportant to examine antecedents of
anticipated pride and respect.

Perceived organizational success and anticipatedepr

In the theoretical framework developed byerand Blader (Tyler, 1999; Tyler &
Blader, 2000, 2001, 2002) it is assumed that peedeindications of the status of the
organization are linked to evaluations of pridejahiin turn should lead to engagement with
the organization (see also Boezeman & Ellemersy2Bdller et al., 2006). This is relevant to
the question of hownticipatedfeelings of pride and the resulting attractiothte volunteer
organization can develop among non-volunteers.

The success of an organization in achieitgxghission can be considered an indicator of
the status of that organization, because it sigh@&selative standing of the organization in
terms of its central defining feature. Researctifigs (Fuller et al., 2006) obtained among
(paid) workers indeed indicated that the percesuttess of an organization in achieving its
goals positively affected the perceived status, (peestige) of that organization, which
subsequently contributed positively to workers’gisylogical engagement with that
organization. More specifically, Cable and Turb2@(3) found job seekers’ corporate

reputation perceptions, as based on a rating plocate achievements, positively linked to
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the pride they expected from organizational mentbprd hese results lead us to predict that
when non-volunteers are informed that a charitablenteer organization is successful in
achieving its mission, they will anticipate expegang pride as a volunteer at that
organization (Hypothesis 3a), and as a result wiye attracted to that volunteer
organization (Hypothesis 3b).

Perceived organizational support and anticipatespect

In the theoretical framework developed byerand Blader (Tyler, 1999; Tyler &

Blader, 2000, 2001, 2002) it is assumed that iriina of intraorganizational status are
linked to evaluations of respect, which in turn@doenhance engagement with the
organization (see also Boezeman & Ellemers, 200Qlfet~et al., 2006). But how can
anticipatedfeelings of respect and the resulting attractmthe volunteer organization
develop among non-volunteers?

In general, social support refers to supfiat stems from one’s relationships with others
(Goldsmith, 2004), such as from one’s relationstigh one’s organization (e.g., Eisenberger,
Huntington, Hutchison, & Sowa, 1986; Rhoades & Blm¥ger, 2002). The main purpose of a
charitable volunteer organization is to help iisrele, and within the charitable volunteer
organization the primary task of volunteers is trkatowards achieving this mission, often
with a minimum of organizational resources (Peat®83; see also Handy, 1988). Thus,
within charitable volunteer organizations orgariadl policies and practices tend to focus
on the clientele instead of on the volunteer waksr such a context, organizational support
for individual volunteers is not self-evident. Thugen such support is provided, this is
likely to be perceived as a sign of effort from ttedunteer organization on behalf of the
individual volunteer, which conveys the extent toieh the volunteer is appreciated and
valued, thus communicating respect. In line witls tkasoning Boezeman and Ellemers

(2007) found thagéxistingvolunteers derived feelings of respect from tipeirceptions of
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being supported by their volunteer organizatiom, as a result were psychologically engaged
with their volunteer organization. Accordingly, weedict that when non-volunteers are made
aware that a charitable volunteer organization ides/support to its volunteers, they will
anticipate experiencing respect as a voluntedraatviolunteer organization (Hypothesis 4a),
and this will cause them to become attracted tbublainteer organization (Hypothesis 4b).
Negative side effects of organizational successaagdnizational support

We have argued that the provision of infaioraabout organizational success and
organizational support can contribute to the regrent efforts of volunteer organizations
because they might induce anticipations of pridé @spect as a volunteer. However, in the
specific case of volunteer organizations we susiheattit is also possible that non-volunteers
interpret organizational success and organizatismaport in a way that
undermines volunteer recruitment efforts. To gabetier understanding of processes relevant
to volunteer recruitment, we will address and exenmossible negative side effects of
organizational success and organizational suppaoreaplore how these effects impact upon
non-volunteers’ attraction to charitable voluntesganizations.

The mission of charitable volunteer orgaties is directed at helping and providing
services to a certain clientele, for whom thereepilise would be no services (Fisher &
Ackerman, 1998). As a result, non-volunteers’ obatons that a charitable volunteer
organization is successful in helping its clientaight (unwittingly) lead them to conclude
that this volunteer organization has achieved ission, and does not need additional
volunteer help. Indeed, Fisher and Ackerman (18@&)d that in a fundraising competition
the perceived need of a fundraising group for aalthtl volunteer help was lower when it was
more successful. Therefore, we predict that amamguolunteers the information that a
charitable volunteer organization is successfaahnieving its mission will reduce the

perceived need of that volunteer organization @ufitgonal volunteers (Hypothesis 5).
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Handy (1988) has indicated that it is nomm®ain volunteer organizations, and in the
field of volunteer work more generally, to consitiére cause” as most important. Given that
volunteer organizations commonly lack human ancenadtresources to engage in other
activities besides the achievement of their mis¢Rearce, 1993), the re-directioh
resources originally intended for helping the diéd® - for instance to provide support for
volunteers - can be interpreted as indicating k tdorganizational efficiencyThis is why
we predict that - among non-volunteers — the inftrom that a charitable volunteer
organization provides support to its volunteers mitluce the perceived efficiency of that
volunteer organization in directly helping its diele (Hypothesis 6).

We conducted 3 studies to examine thesaqti@as. Study 1 examines organizational
success and organizational support as precursanstiofpated pride and respect that enhance
attraction to a charitable volunteer organizatioraddition, Study 1 also addresses whether
organizational success and organizational supporirapact negatively upon non-volunteers’
attraction to the charitable volunteer organizat®tudies 2 and 3 then build on the results of
Study 1 by further examining different sources geks of support. Study 2 compares the
effects of organizational support vs. co-voluntgoport in inducing anticipated respect and
attraction to the organization. Study 3 examinessiparate effects of task-support vs.
emotion-support on anticipated respect and orgaaira attractiveness and furthermore
assesses the actual willingness of non-voluntedset¢ome involved in activities of the

charitable volunteer organization.

! As Handy (1988) noted, although in theory the cause of a volunteer organization can be (more)
effectively served through the improvement of the operation of the volunteer organization, in practice
volunteers simply do not perceive resources spent on the improvement of organizational effectiveness

to be really relevant in helping the clientele of the volunteer organization.



Managing the volunteer organization 99

Study 1

Method
Participants

Participants were 124 students (38 male$e®les, one gender unidentified) at Leiden
University with a mean age of 28D = 2.54) years, 49.2% indicated being familiar with
volunteer work through (past) volunteer jobs, alhg@articipants were non-volunteers at the
volunteer organization of the present research.
Design and Procedure

We used a 2 (Organizational Success: Higbugelow) X 2 (Organizational Support:
High versus Low) between-participants factorialigesAt the beginning of each 20-minute
session of the experiment, participants were seateedparate cubicles. They were informed
that the Dutch Ministry of Social Affairs (which ealinates volunteer work in the
Netherlands) planned to launch a campaign in dad@form Dutch citizens about volunteer
work and recruit them for volunteer organizatidaarticipants were informed that a series of
leaflets, which each focused on a single Dutch nvigler organization, had to be read and
checked before being formally issued. The partitipavere led to believe that they were
randomly given a sample leaflet to evaluate throagjnestionnaire. In fact, the leaflet was
bogus and each issued leaflet described the satimiis volunteer organization with
varying information (depending on the experimentaidition the participant was in) about
the characteristics of this organization. The vtdenorganization was fictionalized to ensure
that the participants were all non-voluntegtrshis organizationThe organization presented
allegedly was a charity whose mission was to helpdiess people through services such as
providing shelter, meals, clothing and medical cesi@ch is considered a characteristic
volunteer act across cultures (Handy, Cnaan, Bydkscoli, Meijs, & Ranade, 2000). In the

leaflet, a general introductory text was allegaaiitten by the Dutch government about
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volunteer work in the Netherlands, followed by firesentation of the alleged charitable
volunteer organization and its mission. Subsequgttik leaflet presented individual
volunteers (2 males and 4 females, with ages spddietween 40 and 67) and their reports
about their experiences as a volunteer at the @aon, and in this section of the leaflet the
independent variables were manipulated.

In thelow organizational success conditiamvolunteer for instance said that all Dutch
homeless people are in need for warm clothes ®cttd winter, but that the activities of the
volunteer organization can actually only help a fdwhem out. This was in contrast with the
high organizational success conditionwhich the same volunteer allegedly stated dfiat
Dutch homeless people are in need for warm cldirethe cold winter and that most of them
are actually helped out by the activities of thiuateer organization. Similar information
about the success of the organization in achiewsnignission (or lack of success, depending
on experimental condition) was provided in the répof other volunteers that referred to the
different activities of the organization.

In thelow organizational support conditioam volunteer for instance said that the mission
of the volunteer organization is to help the horselgeople and that therefore in the activities
of the volunteer organization the available timd aronetary resources of the volunteer
organization are directed towards helping the hesgland that they are only incidentally
spent on organizational support for volunteerssTimas in contrast with thagh
organizational support conditiom which the same volunteer stated that althobgmtission
of the volunteer organization is to help the hors®leeople, in the activities of the volunteer
organization the available time and monetary resesiof the volunteer organization are not
only directed towards helping the homeless buatse used to provide organizational
support for volunteers. Again, depending on expental condition, further information

conveying either high or low organizational suppeass provided with different reports of
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other volunteers.

After the participants had finished reading leaflet, the questionnaire (starting with a
few filler questions in support of the cover stocghtaining the dependent variables was
administered. After completing the questionnaiagtipipants were fully debriefed, paid
(Euro 2.50), and thanked for their research padioon.

Dependent variables

All measures consisted of, or were adapteh f existing scales that were translated into
Dutch. Where necessary, items were adjusted todve appropriate to volunteer work and/or
the context of the present research. We used #-poathes (1 totally disagree 7 =totally
agree to assess the participants’ responses to thesitem

Theperceived succesd the volunteer organization (4 itenoss .84) was assessed with
items adapted from the scale developed by Fullércalieagues (2006), e.g., “As a volunteer
organization <organization> is successful in hejgime homeless”. Thaerceived
organizational supporf4 items,a = .95) was measured with items adapted from the
Volunteer Satisfaction Index (Galindo-Kuhn & Guzl@p01; see also Boezeman & Ellemers,
2007, 2008a), e.g., “<Organization> assists itsinaers sufficiently in their volunteer
work”. Anticipatedpride (5 items,a = .86) was assessed with items adapted from the
Autonomous Pride Scale (Tyler & Blader, 2002), €i§1 were a volunteer at
<organization>, | would feel proudAnticipated respedb items,a = .93) was measured
with items adapted from the Autonomous RespecteSdaller & Blader, 2002), e.g., “I
would feel respected by <organization> as a vokritd he perceivedeed for additional
volunteersof the volunteer organization (4 itemss .82) was measured with items adapted
from the Group Need-Scale (Fisher & Ackerman, 1988)., “<Organization> has a need for
additional volunteers in order to be more succéssfoelping the homeless”. Thperceived

efficiency of the volunteer organizati¢hitems,a = .75) was measured with items adapted
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from the Collective Efficiency Beliefs Scale (RiggKnight, 1994), e.g., “<Organization> is

efficient in helping the homelesdAttraction to the volunteer organizati¢h items,o = .89)

was measured with items adapted from the scalda®sak by Turban and Keon (1993), e.g.,

“l consider <organization> an attractive organiaatio volunteer for”.

A Principal Components Analysis with Varim@atation confirmed that the items

intended to measure the dependent variables (aatél pride, anticipated respect, the

perceived organizational need for additional vadens, the perceived efficiency of the

volunteer organization, and the attraction to tbkinteer organization) all fell into separate

clusters (see Table 1 for intercorrelations).

Table 1 Correlations between averaged constructs of Study 1
(N =124 1 2 3 4 5 6 7 8 9 10
1. Org. success (dummy)
2. Perceived org. success 59**
3. Org. support (dummy) -.02 .08
4. Perceived org. support -.00 .20* .84**
5. Anticipated pride -.01 .15 .06 12
6. Anticipated respect -.03 13 A4+ 54+ .30**
7. Attraction to organization .09 .09 .25%* 31** 37** .28**
8. Perceived need for -.36** -.20* .10 A1 19* .24%* 14
volunteers
9. Perceived org. efficiency .07 .25%* -.31** -.21* 21* .07 A3 A3
10. Gender® A1 .20* .07 .06 .15 .09 .25 .04 .15
11. Experience as volunteer® -.01 .01 -.01 .02 .03 .15 .07 A1 -.06 -11

Note. *N = 123 due to a missing value. *p <.05. ** p < .01.

Results

Manipulation checks

An ANOVA withF(1, 122) = 66.69p < .001,7° = .35 indicated that participants in
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the low success conditioM(= 3.74,SD= 1.07) perceived the organization as not very
successful in achieving its mission of helpingciientele in contrast to participants in the
high success conditioh=5.16,SD = .83). An ANOVA withF(1, 122) = 286.74p < .001,
n®= .70 indicated that participants in the low orgatiobnal support conditiotM = 2.34,SD

= 1.19) perceived the organization as providingmaoth support to its volunteers in contrast
to participants in high organizational support déod (M = 5.30,SD=.72). There were no
cross-over or interaction effects.

In the analysis of the hypothesized effdtds follows next, we will use regression
analysis to examine relations between differentsuesl variables for testing Hypotheses 1
and 2, and we will use ANOVA's to test the direffeets of our experimental manipulations
on the intended outcome variables (Hypotheses&d&,4nd 6). However, to be able to
summarize the final results of all hypothesis t&sth a single graphic representation (see
Figure 1), in addition to the results from the ANA®Y we will also report the results of
regression analyses when examining Hypothesesa3&, 4nd 6.

Anticipated pride and respect, and the attractioritte volunteer organization

A hierarchical regression analysis showgapsett for our predictions that among
non-volunteers anticipated feelings of pride (Hyy&sis 1) and respect (Hypothesis 2) as a
volunteer both contribute positively to the attraetto the volunteer organization. In Step 1
we entered participants’ previous experience agdunteer p = .10,p = ns) and genderf}(=
.26,p < .01) as control variableB{ = .07). Step 2 showed that, beyond participanevipus
experience as a voluntegr<£ .06,p = ns) and genderf}(= .20,p < .05), anticipated prid§} =
.30,p =.001) and anticipated respegt.16,p = .07) both contributed positively to the
attraction to the volunteer organizatiaxRf = .14). This suggests that non-volunteers
consider a volunteer organization more attracts/éhay anticipate experiencing more pride

and respect as a volunteer at that organizatienKggire 1).
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The effects of organizational success

We hypothesized (Hypothesis 3a) that infaromeabout organizational success induces
anticipated pride among non-volunteers. HoweveAMOVA indicated that there was no
difference between participants in the low successlition M = 4.41,SD= 1.28) versus the
high success conditiomi(= 4.40,SD = 1.04) in the amount of pride they anticipated to
experience as a volunte&(1, 122) = .004p = ns, n° = .00. Accordingly, regression analysis
also showed that organizational succ@ss {.01,p = ns) does not predict anticipated pride as
a volunteer R = .00). However, in support of Hypothesis 5 an AN©iidicated that
participants in the high success conditivh< 5.42,SD = .99) perceived the volunteer
organization to be in lesser need for additiondlinteers than the participants in the low
success conditioM = 6.08,SD = .70),F(1, 122) = 18.62p < .001,n? = .13. A regression
analysis corroborated this by showing that orgdiupal success3(= -.36,p < .001) impacts
negatively on the perceived need of the charitablenteer organization for additional
volunteers R = .13). Thus, our data reveal that informing notumteers that a charitable
volunteer organization is successful in achievisgnission doesot lead them to anticipate
greater pride in being a volunteer at that orgdminabut induces the idea that the
organization has a lesser need for additional tekns than an organization that is less
successful (see Figure 1).
The effects of organizational support

Confirming our prediction (Hypothesis 4a), ANOVA showed that the participants in
the high organizational support condition antiogabto experience significantly more respect
(M =5.56,SD = .89) from the volunteer organization than theipigpants in the low
organizational support conditioM(= 4.54,SD= 1.21),F (1, 122) = 29.32p < .0011? = .19.
Accordingly, organizational support emerged adiabke predictor of anticipated respeptX

44,p < .001) in a regression analysi& € .19). An ANOVA also revealed a negative side



Managing the volunteer organization 105

effect of organizational support as predicted irpbthesis 6, in that participants in the high
organizational support condition perceived the utder organization to be less efficient in
helping its clienteleNl = 4.47,SD = .95) than participants in the low organizatiosbport
condition M = 5.05,SD= .81),F(1, 122) = 13.29 < .001,1? = .10. This relation also
emerged in a regression analysis showing that argaonal supportff = -.31,p < .001)
impacts negatively on non-volunteers’ perceptidras & charitable volunteer organization is
efficient (R? = .10).

In sum, these results suggest that whenvotmteers are informed that a volunteer
organization provides support to its volunteersytanticipate to be respected as a volunteer
at that organization, but this information alsoszaithem to think that the volunteer
organization is less efficient in directly helpiitg clientele (see Figure 1).

Anticipated pride and respect as mediators of aticm to the volunteer organization

We hypothesized that organizational suctesiers attraction to the volunteer
organization through anticipated feelings of prdea volunteer (Hypothesis 3b), and that
organizational support fosters attraction to thgeaaization through anticipated feelings of
respect as a volunteer (Hypothesis 4b). Additignale wanted to explore whether non-
volunteers’ attraction to the volunteer organizatsoffers from negative side effects of
providing information about organizational succ@sescause this decreases the perceived
need for additional volunteers) and/or organizaticupport (as this lowers perceived
organizational efficiency).

In line with the procedure for testing meaia (Baron & Kenny, 1986; see also
Frazier, Tix, & Barron, 2004; Preacher & Leonarl@001), Hypothesis 3b was not
further examined because one of the pre-condifmmthe analysis was not met. That is,
even though the mediator (anticipated pride) wkded to the outcome variable

(organizational attraction) in this case the insh@redictor (organizational success) was
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Perceived organizational

need for addtional

volunteers

Success of the Articipated Pride

H1: f= .30

asavolunteer Aftraction

organization

to the volunteer

Hda = 447

organization

Articip ated Respect

Support provided

by organization as a volunteer H2: f=.16%

Ho: p=-.31"

Perceived efficiency of the

volunteer organization in

helping its clientele

Figure 1. Study 1. Predicted relations between variables (with Hypothesis numbers indicated) and

direct effects observed. * p < .10, *** p < .001.

found to be unrelated to the mediator (anticipgede; see also Table 1), excluding the
possibility of an indirect effect. In fact, the @mded predictor (organizational success) was
also unrelated to the outcome variable (organimatiattraction). This may either imply that
organizational success is not relevant to theditna of non-volunteers to a volunteer
organization, or that that there is a curvelinetaitron between these two variables, in that
there is an optimal level at which intermediateamigational success fosters attraction to the
volunteer organization.

After having established that the pre-candd to test Hypothesis 4b were met, the
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relevant regression analyses (Baron & Kenny, 1886jved support for the predicted
mediation. The direct effect (b = .627= .25,p < .01,R* = .06) of support provided by the
organization (dummy-coded) on attraction to theumtder organization became non-
significant (b = .40p = .16,p = ng) when anticipated respect (b = .32 .21,p < .05) was
included as an additional predictor in the anal§®fs= .10) indicating full mediation, which
was significant as indicated by a Sobel test {.99,p < .05). Further, we calculated a 95%
confidence interval (.0355; .4203) for testing nedt effects (see Preacher & Hayes, 2004),
which corroborated that the mediation effect wasificant because zero (0) was not
included in the confidence interval. In line wittedictions, these results suggest that the
provision of information about organizational suggo non-volunteers leads them to
anticipate more respect as a volunteer, whichrim tauses them to perceive the volunteer
organization as a more attractive place to work.

Finally, we explored whether the negativesffects of organizational success and
organizational support affect non-volunteers’ atiicn to the volunteer organization. Neither
the perceived need for additional volunteers (14,ns) nor the perceived (in)efficiency of
the volunteer organizatiom € .13,ng were reliably correlated with the attractionhe t
volunteer organization (see Table 1). From thisascluded that even though information
about organizational success and organizationgd@stimay have (unintended) negative side-
effects, this does not negatively affect non-vadans’ attraction to the volunteer
organization.

Study 2

Study 1 supports the notion that anticipgede and respect are relevant to the
recruitment of non-volunteers, and provides clessdo what volunteer organizations might
do to attract non-volunteers to the volunteer oizgion. In Study 2 we build on these initial

results, to examine whether information about supijpom the organization and support from
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co-volunteers elicit different types of anticipatedgpect (anticipated organizational respect,
anticipated co-volunteer respect), and we addressthis impacts upon non-volunteers’
attraction to charitable volunteer organizations.

Social relationships with others are congdea relevant factor in the motivation of
volunteer workers (e.g., Clary et al., 1998; Gathiklihn & Guzley, 2001). Accordingly,
previous research among existing volunteers suggjest social integration in the volunteer
organization and interpersonal relations with cbsateers contribute to the satisfaction of
volunteer workers and enhance the intention toistélye volunteer organization (e.g., Clary
et al., 1998; Galindo-Kuhn & Guzley, 2001). Therefowve think it is important to examine
whether information about support from co-volunsegiso contributes to non-volunteers’
attraction to the volunteer organization (througti@pated co-volunteer respect), or whether
attraction to the organization mainly depends @nstippport and anticipated respect at the
level of the volunteer organization (see also Edesr& Boezeman, in press).

Even though social relationships with oth@lunteers are important to existing
volunteers, for non-volunteers it is less clearalhindividuals they are likely to encounter
when they join the volunteer organization, or hbeptwill relate to these individuals. Hence,
in determining the attraction of non-volunteersnéy be more important to consider the
support and respect one can anticipate to receive the volunteer organization, because this
information may seem more stable and predictivenafs own future experiences than co-
volunteer support and respect. To examine thisyiNessess how anticipated organizational
respect (induced by information about organizalisongport) versus anticipated co-volunteer
respect (induced by information about co-volunseiport) affects the attraction to the
volunteer organization.

In line with research findings obtained amexisting members of organizations

(Boezeman & Ellemers, 2007; Fuller et al., 200G8eT,y1999; Tyler & Blader, 2000, 2001,
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2002), we predict that when non-volunteers arerméal that a charitable volunteer
organization provides support to its volunteergénizationalsupport), this will cause them
to anticipate experiencing organizational respegppthesis 7a), which in turn will enhance
their attraction to that volunteer organization fidthesis 7b). We also predict that when non-
volunteers are informed that the volunteers ofaritdble volunteer organization provide
support to their co-volunteersg-volunteersupport), this will cause them to anticipate
experiencing co-volunteer respect (Hypothesis\hjch in turn will contribute to their
attraction to that volunteer organization (Hypothé&b). In examining these hypotheses we
focus on the provision of emotional support in dnganization as a predictor of respect,
because this form of support has been found retdeahe psychological engagement of
existing volunteers (Boezeman & Ellemers, 2007) eardbe equally well provided by a
volunteer organization as by individual volunteers.
Method
Participants

Participants were 58 students (17 male$edhles) at Leiden University with a
mean age of 20.550 = 2.86) years, and 39.7% was familiar with volenteork through
(past) volunteer jobs.
Design and Procedure

We used a 2 (Organization Emotional Suppdigh versus Low) X 2 (Co-volunteer
Emotional Support: High versus Low) between-papaaits factorial design. With this design,
we followed the same procedure as in Study 1.

In thelow organizational support conditiom volunteer for instance said that the
volunteer organization is not really concerned kbl volunteers personally feel when
they go home at the end of the day. This was itrasnhwith thehigh organizational

support conditionn which the same volunteer stated that the orgaioin really is
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concerned with how volunteers personally feel Wity go home at the end of the day.

In thelow co-volunteer support conditiavolunteer for instance said that she would feel
more motivated to keep going if her co-volunteeosild cheer her up, but that that does not
happen very often during the volunteer work. Thaswn contrast with thieigh co-volunteer
support conditiorin which the same volunteer stated that co-voknsteften cheer her up,
which keeps her going in the volunteer work. AStady 1, both manipulations were further
reinforced with other examples of support providethe reports of different volunteers.
Dependent variables

We used 7-point scales (otally disagree 7 =totally agre@ to assess the participants’
responses to the items. The perceptioarganizational emotional suppofd items,a = .96)
was measured with items such as “<Organization¥iges sufficient emotional support to its
volunteers”, and perceivemb-volunteer emotional suppd# items,a = .97) was measured
with items such as “<Organization> - volunteersvite each other with sufficient emotion-
oriented support”. These measures were adaptedtireolunteer Satisfaction Index
(Galindo-Kuhn & Guzley, 2001; see also Boezemanll&rgers, 2007, 2008a). We measured
each form ofanticipated respeawith 5 items adapted from the Autonomous RespealeS
(Tyler & Blader, 2002), and specified the sourceesipect in the items. A sample item from
theanticipated organizational respestale ¢ = .95) is: “| would feel respected by
<organization> as a volunteer”. A sample item frilv@anticipated co-volunteer respect
scale ¢ = .95) is: “I would feel respected by <organizatto- volunteers as a volunteer”. The
attraction to the volunteer organizatiavas measured with the same 5 items as in Study 1 (
= .88).

A Principal Components Analysis with Varim@tation confirmed that the dependent
variables (anticipated organizational respectcgrdied co-volunteer respect, and the

attraction to the volunteer organization) all chwstl as intended. The correlations between
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Table 2 Correlations between averaged constructs of Study 2

(N = 58) 1 2 3 4 5 6 7 8 9

1. Organizational support (dummy)

2. Perceived organizational support .89**

3. Co-volunteer support (dummy) .04 A1

4. Perceived co-volunteer support -.04 A1 .89**

5. Anticipated organizational respect .82** .90** A1 .09

6. Anticipated co-volunteer respect -.10 .02 4% .81 .07

7. Attraction to volunteer organization  .30* 31* -.05 -.01 .39** -.04

8. Gender -.14 -.15 -.09 -.12 -.14 .02 -.01

9. Previous experience as a volunteer -.01 -.03 .01 -.00 .01 .06 A2 .06

Note. * p < .05. ** p < .01.

the constructs are shown in Table 2.
Results
Manipulation checks

An ANOVA showed that the participants in tbe organizational support conditiol (
= 2.00,SD= 1.06) perceived the volunteer organization twute less support to its
volunteers than the participants in the high orgaional support conditiotM = 5.66,SD=
.79),F(1, 56) = 218.74p < .0011? = .80. The manipulation of organizational suptittnot
affect the level of perceived co-volunteer suppeurther, an ANOVA indicated that the
participants in the low co-volunteer support coioditM = 2.42,SD= 1.16) perceived the
volunteers to provide less support to their co-mt#ers than the participants in the high co-
volunteer support conditiot(= 5.99,SD = .65),F(1, 56) = 213.07p < .001,n> = .79. The
manipulation of co-volunteer support didt affect the level of perceived organizational
support. Thus, both manipulations worked as intdradel there were no cross-over effects.
Support and anticipated respect

Confirming our prediction (Hypothesis 7a), an ANO¥Aowed that participants in the

low organizational support conditioM(= 3.06,SD= 1.14) anticipated to experience less
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organizational respect than the participants irhigh organizational support conditiod &
5.78,SD=.71), and~(1, 56) = 117.72p < .001n? = .68. The manipulation of organizational
support dichot affect non-volunteers’ amount of anticipated cdunteer respect. Confirming
our prediction (Hypothesis 8a), an ANOVA showed tha participants in the low co-
volunteer support conditiotM = 3.86,SD = 1.30) anticipated to experience less co-voluntee
respect than participants in the high co-volunsegaport conditionNl = 6.01,SD = .59), and
F(1, 56) = 67.08p < .001, andy’ = .55. The manipulation of co-volunteer suppodtrutt
affect anticipated organizational respect. Thesalte suggest that namlunteers derive
anticipations of organizational and co-volunteaipect from the reports about support
received by the organization and current voluntesspectively.

Anticipated respect as a mediator of attractiorthte organization

We predicted that in the case of non-volergginformation about the provision of
organizational support fosters attraction to thiinteer organization through anticipated
feelings of organizational respect (Hypothesis @by that information about co-volunteer
support fosters attraction to the organizationugtoanticipated feelings of co-volunteer
respect (Hypothesis 8b).

After having established that the mediatmttiCipated organizational respect) correlates
positively with the intended predictor (organizatb support), the relevant regression
analyses (Baron & Kenny, 1986) showed support fgpdthesis 7b. That is, the direct effect
(b = .67, =.30,p < .05,R? = .09) of organizational support (dummy-codedgtraction to
the volunteer organization became non-significant (.17, = -.08,p = ns) when
anticipated organizational respect (b = 8%, .45,p < .05) was included as an additional
predictor in the analysi${ = .16), indicating full mediation which was signént as
indicated by a Sobel te# £ 2.04,p < .05). Further, we calculated a 95% confidenterval

(.1196; 1.4155) for testing indirect effects (seeaher & Hayes, 2004), which corroborated
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that the mediation effect was significant becawe £0) was not included in the confidence
interval. As for Hypothesis 8b, in line with theopedure for testing mediation (Baron &
Kenny, 1986) this hypothesis was not further exaulibecause the pre-conditions for this
analysis were not met. That is, we found (see Béde 2) that attraction to the volunteer
organization was neither related to co-voluntegpsut ¢ = -.05,ns) nor to anticipated co-
volunteer respect E -.04,ns), excluding the possibility of an indirect effetthus, despite
the notion that interpersonal relations with cowtteers enhance the satisfaction and
engagement of existing volunteers, the provisiomfairmation about co-volunteer support
did not enhance attraction to the volunteer org#iom among non-volunteers beyond
inducing anticipated co-volunteer respect.

Study 3

The previous studies indicate that non-vitdars derive anticipations of respect from
information that volunteers are supported withia Wolunteer organization during volunteer
work, and that anticipated respect in turn enhano@svolunteers’ attraction to the volunteer
organization. However, information about the typswupport provided was not specified in
Study 1, and Study 2 only addressed the effedtsf@fmation about emotional support.
Hence, we will now distinguish between task and wnal support as two central
dimensions of support that are likely to be relévarthe development of anticipated respect
as a volunteer, and we will assess non-voluntetsial willingness to participate in the
charitable volunteer organization.

It has been established that both emotismaport (support aimed at enhancing the
emotional well-being of the recipieraphdtask support (support aimed at helping the regtpie
overcome practical problems through the provisibmaterial goods and services) are
relevant forms of support for those working in vttkeer organizations (Clary, 1987; see also

Boezeman & Ellemers, 2007; Galindo-Kuhn & Guzle§0Q2; Gidron, 1983). Based on
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relevant theory and previous research (e.g., BoanefaEllemers, 2007, 2008a) we consider
it likely that information about both dimensionssafpport can induce the anticipation of
respect as a volunteer, and hence contribute tevalumteers’ attraction to the volunteer
organization. We therefore predict that when nohuvigers are informed that volunteers
receive task support in the volunteer organizatilbay will anticipate experiencing respect as
a volunteer at that organization (Hypothesis 9a{l, that this will cause them to become
attracted to that volunteer organization (Hypoth&). We also predict that when non-
volunteers are informed that volunteers receivete@mal support at the volunteer
organization, they will anticipate experiencingpest as a volunteer at that organization
(Hypothesis 10a), and that this will cause therbgoome attracted to that organization
(Hypothesis 10b).

The target outcome variable in the previstuslies consisted of non-volunteers’
attraction to the volunteer organization. In tisd study we will address the actual
willingness to participate in activities of the uateer organization as the final outcome
variable, because this can be regarded as a cgoaitbbf the recruitment efforts of volunteer
organizations. This not only extends our theoréaoalysis but also enhances the practical
applicability of our findings. Among existing volteers, the willingness to keep participating
in the volunteer organization is commonly assessetheasuring their intention to remain a
volunteer with the organization (e.g., Boezemanligrgers, 2007; Galindo-Kuhn & Guzley,
2001; Miller, Powell, & Seltzer, 1990). A parall®leasure in the case of non-volunteers thus
Is to measure their intentions of becoming a vaantvith the organization. We aimed to
assess this intention as concretely as possibteelyghrough the acceptance of an internship
as a volunteer at the volunteer organization. Bressanalyses using the theory of planned
behavior (Ajzen, 1991; see also Ajzen & FishbeBi{7) to understand the recruitment of

paid employees have argued that attraction to rify@nazation enhances applicants’ intentions
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of accepting a job offer (Chapman, Uggerslev, @hriPiasentin, & Jones, 2005). Based on
our reasoning and in line with this previous work predict (Hypothesis 11) that the
willingness to actually participate in the volunteeganization results from the attraction to
the volunteer organization that is induced by #spect non-volunteers anticipate because of
the information they receive about task supportl@land emotional support (H11b)
available to volunteers within the volunteer orgation.
Method
Participants

Participants were 93 students (22 maleseifhles) at Leiden University with a mean
age of 21 $D= 2.11) years, and 48.4% was familiar with volenteork through (past)
volunteer jobs.
Design and Procedure

We used a 2 (Task-oriented support: HiglsweiLow) X 2 (Emotion-oriented support:
High versus Low) between-participants factorialigesWith these independent variables, we
followed the same procedure as in the previousesud

In thelow task supportondition, a volunteer for instance said that witime volunteer
organization individual volunteers are supposeit@and solve task-related problems on
their own as much as possible, without using thp bkthe human and organizational
resources available within the organization. Intcast, in thenigh task supportondition the
same volunteer stated that within the volunteeaoization individual volunteers are freely
allowed to rely on the help of the human and orgaiional resources available within the
organization to solve task-related problems.

In thelow emotional supportondition a volunteer for instance said that as really
possible to share disappointments during volunteek with others in the organization, and

that the staff of the organization is often tooybtesscheer her up. In contrast, in thigh
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emotional supportondition the same volunteer indicated that &lvgays possible to share
disappointments during volunteer work with othershie organization as a volunteer, and that
the staff of the organization often takes timehear her up. As in the previous studies,
additional examples of high vs. low support (depegadn experimental condition) were
provided in the reports of other volunteers.
Dependent variables

We used 7-point scales (1otally disagree 7 =totally agree)}o measure the responses
to the items. We checked the perceived provisidlask-oriented suppolB items,o = .94)
with items adapted from the Volunteer Satisfactimtex (Galindo-Kuhn & Guzley, 2001;
see also Boezeman & Ellemers, 2007, 2008a), suchVdthin <organization>, volunteers
receive practical support during volunteer work’e \8hecked the perceived provision of
emotion-oriented suppo(B items,a = .93) with items adapted from the Volunteer
Satisfaction Index (Galindo-Kuhn & Guzley; see disezeman & Ellemers, 2007, 2008a),
such as “Within <organization> sufficient emotiosajpport is provided to volunteers when
necessary’Anticipated respedp items,o = .92) andattraction to the volunteer organization
(5 items,o = .86) were measured with items identical to Sisdi and 2. The actual
willingness to participatén the volunteer organization (2 itemss .75) was measured by
asking participants about their willingness to dargernship at the volunteer organization,
namely: “At my own convenience and for 1 part afdl, | am willing to do an internship at
<organization> to see what the volunteer workkisli The second item asked about this
same intention, but was reverse scored. Partigpaete informed that if they expressed their
interest in an internship, the researchers woudige the information needed to contact
them to the volunteer organization. Thus, the p@dnts could actually expect that the
alleged volunteer organization would contact themah internship based on how they had

answered these questions. Therefore their expréstgdion to participate in the
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volunteer organization was not just hypothetical.

A Confirmatory Factor Analysis executed Q%6.1 (Bentler & Wu, 2004) confirmed
that the items we used to measure the construgiteceéd as intended, and that relevant
alternative measurement models did not account sadisfactorily for the data (see Table 3).

The correlations between constructs are shown loheTéa

Table 3 Confirmatory Factor Analysis Results of Study Variables Study 3

Model df X Ax¥* NNFI CFl RMSEA AIC
5-factor measurement model 125 2020 . 93 .94 .08 -49
4A-factor measurement model® 129 465%+  263%+ 70 75 17 207
4B-factor measurement model” 129 317** 115 83 .86 13 59

4C-factor measurement model® 129 406%+ 204+ 75 .79 15 148
4D-factor measurement model® 129 2184 16%* 92 .93 .09 -40
1-factor measurement model 135 760%* 558 47 53 22 490

Note. N = 93. Ax’indicates the deviation of each alternative model compared to the hypothesized 5-factor measurement model.
Alternative models combine into a single factor variables that show high intercorrelations. ® Combining perceived task and
emotional support, ® Combining perceived emotional support and anticipated respect, © Combining perceived task support and
anticipated respect, d Combining the perceived attractiveness of the organization and the willingness to participate. ** p < .01,

< 001,
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Table 4 Correlations between averaged constructs of Study 3

(N = 93) 1 2 3 4 5 6 7 8 9

1. Task support (dummy)

2. Perceived task support .91 Hxx

3. Emotional support (dummy) .05 .15

4. Perceived emotional support 22%* .30%** .82%kx

5. Anticipated respect ATHH* 54xxx B1*** T5%**

6. Attraction to the organization .25%* L33Fx* 23%* .26%* AQ***

7. Willingness to participate .10 .19* 27*** 24%* .25%* B1***

in the volunteer organization
8. Gender -.10 -.04 .01 -12 -.09 .06 .16

9. Experience as a volunteer® .09 14 -.02 .08 .13 .16 12 -.01

Note. ® N = 92 due to a missing value. * p < .10 **, p < .05., ** p < .01.

Results
Manipulation checks

An ANOVA showed that the participants in tbev emotion-oriented support condition
(M =2.47,SD = .89) perceived that volunteers received lesstiemal support within the
volunteer organization than the participants intlghh emotion-oriented support conditidvl (
= 5.34,SD=1.09),F(1, 91) = 192.08p < .001,n* = .68. The manipulation of emotional
support did not affect the level of perceived tasgport at the organization. Further, an
ANOVA indicated that participants in the low taskemted support conditioiM = 2.08,SD
= .68) perceived that volunteers received lessdapkort at the volunteer organization than
participants in the high task-oriented support @doal (M = 5.32,SD=.80),F(1, 91) =
441.76,p < .001,n% = .83. An ANOVA showed that the manipulation afkaupport also
affected the level of perceived emotional suppefL(91) = 4.57p = .04, anch? = .05),
which we did not anticipate. Nevertheless, comparisf effect sizes revealed that the effect
of information about task support on perceived éomai support was negligible when
compared to its effect on perceived task suppanportantly too, the intended difference in

perceived emotional support due to the manipulatidmgh vs. low emotional support was
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retained at both levels of task support, and the® no interaction effect. From this we
concluded that the manipulations worked as intended
The effects of task- and emotional support on goatied respect

Confirming our prediction (Hypothesis 9a), ANOVA showed that participants in the
low task-oriented support conditiokl (= 3.80,SD = 1.32) anticipated to experience less
respect as a volunteer than the participants imitgie task-oriented support conditidv &
5.06,SD= 1.09), and~(1, 91) = 25.55p < .001 .1 = .22. Also confirming our prediction
(Hypothesis 10a), an ANOVA showed that participantfhe low emotion-oriented support
condition M = 3.61,SD=1.21) anticipated to experience less respeatwdunteer than the
participants in the high emotion-oriented supportdition (M = 5.25,SD = .96), and~(1, 91)
=52.48,p< .001n? = .37. These results indicate that information alamailable (task and
emotional) support for volunteers leads non-volargd¢o anticipate respect as a volunteer at
the organization.
Attraction to the volunteer organization and thélimgness to participate as a volunteer

We hypothesized (Hypotheses 9b and 10b)hiegprovision of information about task
and emotional support enhances the attractionetedhunteer organization through
anticipated respect. Furthermore, we predicted @thgsis 11) that the attraction to the
volunteer organization thus enhanced should inerdasactual willingness of non-volunteers
to participate in the volunteer organization. Adr@dsing these predictions required the
examination of a 4-stage mediation model, at thiatpve constructed a path model (see
Figure 2) and used path analysis executed in EQB@ntler & Wu, 2004) to test whether
the hypothesized path model involving the speciiitrelirect effects was supported by the
data. Previously, we examined the direct effectsunfmanipulations (Hypotheses 9a and
10a) with ANOVA's using the manipulated independestiables. However, in the path

analysis that follows, we will also examine the b#ity of reversed directionality of the
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relationships among the variables, which requinesuse of the measured independent
variables as substitutes for the manipulated incdleget variables. Thus, to be able to
compare the fit of different models, in our furtlaralysis we will usperceivedask and
emotional social support as independent variablesnote that the results of testing the
hypothesized path model (Fig. 2) that we will n@part on the basis of the measured
independent variables are similar to the resultesting this model using the dummy-

variables.

Perceived provision of
overall task support
l( H9a: f = 357"

H9b: = 1477 H11a: = 09~ Willingness to

Anticipated Respect Aftraction to the — participate in the

as a volunteer volunteer organization volunteer organization

H10b: p= 26"~ H11b: p= 167"
T H10a: f = 64™*

Perceived provision of

overall emational support

Figure 2. Path model Study 3. Direct effects (Hypotheses 9a and 10a) and indirect effects

(Hypotheses 9b, 10b, and 11) are depicted. ** p < .01, *** p < .001.

The statistics we obtained when testindfithef the overall model werg?(5, N = 93) =
4,p=ns NNFI =1.01, CFI = 1.00, RMSEA = .00, and AIC5:9. These statistics indicate
that overall the hypothesized path model (see Eigufit the data well (Raykov &
Marcoulides, 2000; Schumacker & Lomax, 2004). Trohier examine the validity of our
hypothesized path model, we tested it againste2radtive path models.

We tested the hypothesized fully mediatedi@hagainst an alternative partially
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mediated path model, in order to examine whethetytpes of perceived support

were directly associated with the attractiveneshefvolunteer organization in addition to the
paths shown in Figure 2, because previous ressagiests there may be a direct link
between anticipated support within the organizasiod the job pursuit intentions of
individuals seeking (paid) employment (see Casp&ugtardi, 2004). The hypothesized path
model was nested within the partially mediated patidel, and thus the models could be
compared on the basis of the chi-square differetestsThe statistics we obtained when
testing the overall fit of the partially mediateatip model werg?(3,N=93) =2p =ns

NNFI =1.02, CFl = 1.00, RMSEA = .00, and AIC = Alchi-square differences test showed
that the fit of the partially mediated model was significantly different fy%2 = 2,p =n9)

from the more parsimonious and well fitting hypdized path model. Furthermore,
perceived task-oriented suppdit< .15,p = ns) and emotion-oriented suppopt€ -.06,p =

ns) did not affect the attraction to the organizatitrectly in the alternative path model. Also,
a Wald Test (see for a discussion Byrne, 1994 xatdd that the additional direct paths under
examination were redundant. Thus, the hypothesidgdmediated path model showed better
fit to the data than the partially mediated altéxeapath model. Additionally, we examined
an alternative non-nested path model to addregsassbility that the causal order of the
variables in our model might be reversed. The ommiii indexes for the alternative reversed
path model werg?(6, N = 93) = 8p =ns, NNFI = .98, CFI = .99, RMSEA = .05, and AIC =
-4. In the case of non-nested model comparisorsboald (see Bentler, 2004) specifically
favor the model with the lowest value of Akaikerddrmation Criterion (AIC), and therefore
we concluded that the alternative reversed patheirfddhe data less well (AIC = -4)

than the hypothesized path model (AIC = -5.9). Weeated the hypothesized path

model (Fig.2) as the final model, and continuedanalysis.

First, when using the perceptual measurnstgad of the dummy-coded experimental
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manipulations) as independent variables we againdahat (perceived) task suppdt
.35,p <.001) and emotional suppopt£ .64,p < .001) enhance anticipated respect as a
volunteer, as predicted in Hypotheses 9a and l@atypes of support jointly accounted for
66.8% of the variance in anticipated respect aslamweer. Our prediction (Hypotheses 9b
and 10b) that the types of support would enhaneatinaction to the organization through
anticipated respect was also supported by thegralysis. The results showed an indirect
and positive relation of perceived task suppprt (14,p < .001) and perceived emotional
support p = .26,p < .001) with the attraction to the volunteer origation, through
anticipated respect. Finally, our prediction (Hypexsis 11) that perceived task support
(Hypothesis 11a) and perceived emotional suppoyp@thesis 11b) would contribute
positively to the willingness to participate in th@lunteer organization, through anticipated
respect and the resulting attraction to the vokeméeganization, was supported by the path
analysis. The results showed an indirect and pesiglation of perceived task suppdit
.09,p < .01) and perceived emotional supp@rt(.16,p < .001) with the willingness to
participate in the volunteer organization, throagiicipated respect and the subsequent
attraction to the volunteer organization (antioggbtespect was indirectly associated with the
willingness to participate in the volunteer organian through attraction to the volunteer
organization ag = .25,p < .001). These results support the model we hygsitkd (see
Figure 2).
General Discussion

In a programmatic series of experiments exetbped and tested theoretical insights to
understand and predict non-volunteers’ attractiochiaritable volunteer organizations.
Across 3 studies we found that anticipated resgeet volunteer is the link between what
volunteer organizations can do in recruitment éffand non-volunteers’ engagement with

charitable volunteer organizations. Our analysgedaupon SIT (Tajfel & Turner, 1979) and
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the concepts of pride and respect (Tyler, 1999 iT&l Blader, 2000, 2001, 2002), as well as
the empirical data we obtained to test the validitthis analysis, contribute to the literature

in several ways.

Mainstream research in line with social titgrtheory (Tajfel & Turner, 1979) focuses
on how members of groups and organizations resfmtite standing of their group or
organization. Tyler and colleagues (Smith & TylE997; Tyler, 1999; Tyler & Blader, 2000)
have argued and empirically demonstrated thattdredsg of the individualvithin the group
or organization is also relevant for the developnuéra positive social identity. However,
both these strands of theory development and r@dséave focused aexistinggroup or
organizational members. Although there are a fextiss that compared social identity
processes among marginal vs. core group membersNeel, Wann, & Branscombe, 1995),
the present research is the first to address tisesaand effects ahticipatedpride and
respect amongon-membersf the group or organization in question. Thussthstudies are
unique in that they examine social identity proessamong those for whom (potential)
membership in the group is not (yet) part of tiseif-relevant identity. We think this expands
existing insights in this area of research.

Second, there is a lack of theory and matihesexplain why people volunteer (Penner &
Finkelstein, 1998), and there still is much to teabout what volunteer organizations can do
to enhance the effectiveness of their recruitméotts (Fisher & Ackerman, 1998). The
current findings help fill this gap, as they indeeaome of the ways in which volunteer
organizations can induce anticipated respect,deraio enhance non-volunteers’ attraction to,
and willingness to participate in, the volunteegaorization.

A third contribution of the present reseascthat it reminds us that it is not self-evident
that psychological processes that have been faeledant for profit organizations apply in

the same way to non-profit volunteer organizatidéndeed, although research (e.g., Cable &
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Turban, 2003; Fuller et al., 2006) has indicated the perceived success of a for-profit
organization makes the profit organization attrectis a place to work, we found no evidence
that emphasizing the success of a volunteer orgaoizbenefits recruitment efforts (see also
Fisher & Ackerman, 1998). This illustrates thateasepe theory development and research are
necessary to acquire specific knowledge aboutdbeiitment, motivation, and retention of

volunteer workers.
Implications for volunteer organizations

Our results suggest that volunteer orgalmaatcan induce anticipated respect among
non-volunteers - as a way to attract them to tigameation - by conveying to them that the
organizationinvests in and cares fats volunteers. For instance, through relevantketang
procedures (i.e., flyers, commercials, a leaflehabe present research, etc.), or through the
social network of current volunteers, volunteeramigations can communicate about the task
and emotional support individual volunteers receResearch (see Pearce, 1993) indicates
that people are often recruited through their domawvork to volunteer, meaning that they are
asked to volunteer by for instance a relativejemtt, or a colleague who already is a
volunteer. Thus, in social network recruitment dinganization should make sure that their
volunteers are aware of, and mention, the formsupport they receive from the organization
in doing their volunteer work. In fact, our resdastggests that this is likely to be more
effective than focusing on the success of the argdion in achieving its mission, or
promoting the possibility to establish interperdaetations with other volunteers. A potential
drawback of this approach may be that informatioouh support provided can make the
organization seem less efficient. However, this matsfound to undermine attraction to the
organization, while realistic information about wican be expected may protect against
negative effects at a later stage (Premack & Warnfg5s).

Limitations of the present research
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The primary dependent variable in the #r&tudies reported here was attraction to the
volunteer organization. This might be considerdichdation in that this measure can be seen
to indicate a rather broad evaluation of the orggtion, which does not necessarily predict
concrete behavior relevant to volunteer recruitmeoivever, we addressed this in Study 3,
where we included non-volunteers’ actual willingnés participate in the volunteer
organization as a more specific and concrete outoointhe psychological process under
examination. The results of Study 3 were in linéhvprredictions and corroborated the
relevance of attraction to the volunteer organtratis a dependent measure in the first two
studies, in that we were able to establish thea@tton to the organization does predict the
actual willingness of non-volunteers to participait¢he volunteer organization. Thus,
although we did not address actual volunteer agiptio decisions with an existing volunteer
organization, we think our research provides anoirtgmt first step in examining volunteer
attraction and recruitment (see also Fisher & Aalaar, 1998). In fact, in this sense our work
does not deviate from previous recruitment reseavbich commonly focuses on attraction
to the organization before examining actual reoraitt outcomes (Turban & Cable, 2003).

Another limitation of the current researshihat we examined a specific group of
potential volunteers, namely university students.tid® one hand, the observation that in
each study about half of our participants were famwith volunteer work through (past)
volunteer jobs, indicates the appropriateness amexing this sample as potential volunteers
that might be targeted in recruitment efforts. Adhally, with the different experimental
manipulations, the written information about théweer organization presented in the
research was relatively complex, and we neededhalszof potential volunteers who would
be able to easily read and process this complexmdtion. Nevertheless, we are aware that
examining a homogeneous group of research particizamay limit the generalizability of

results, in our case with the implication that th&ghts on how to inform non-volunteers
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about the volunteer organization to increase wgiaction to the organization may
specifically apply to highly educated non-voluntedtven with this limitation, however, we
think the present results remain useful as chaetablunteer organizations can often use all
the volunteer help they can get (Farmer & Fedod12®earce, 1993), including the volunteer
help of students. Thus, the fact that we demorestratway to attract students to the charitable
volunteer organization is certainly of interesthe recruitment efforts of volunteer
organizations.
Suggestions for further research

An issue that remained unresolved in thegmeresearch is how to induce anticipated
pride as a volunteer, as the information we prayidieout organizational success did not have
this effect. Nevertheless, we found that anticiggtede is a valid predictor of attraction to
the volunteer organization among non-volunteerd,this is why it is important to further
explore the antecedents of anticipated pride. @ida volunteer organizations contribute
positively to society and are generally valued. ¢¢ertikely antecedents of anticipated pride
among non-volunteers involve appreciation for thesion of the volunteer organization, or
the subjective importance of the volunteer work@ssidered by the clientele of the volunteer
organization. Further, while there is a clear satieeed for additional (practical) knowledge
of volunteer attraction and recruitment, reseaoctiate has mainly addressed the attraction of
paid workers. As a result, in the literature on orgatianal behavior little is known about
ways to attractolunteers Thus, besides a need for additional researchrgemaational
characteristics that can induce anticipations mfgpand respect, more research is needed to
examine the recruitment of volunteers.

We conclude that anticipated feelings ofierand respect are relevant and valuable in
the field of volunteer work, and hold a clear preenwith regard to further theory

development and research on the attraction anditex@nt of (volunteer) workers.
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Chapter 5

Intrinsic need satisfaction among volunteers vepsaud employees

This chapter features in a revised version inJbarnal of Occupational and Organizational
Psychology, see Boezeman, E. J., & Ellemers, Nor@ss). Intrinsic need satisfaction and the
job attitudes of volunteers versus employees wagrkira charitable volunteer organization.

Journal of Occupational and Organizational Psyclglo
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The work motivation of volunteers is nontmsnental by definition. Hence, one of the
few possible ways in which volunteer organizatioas motivate and retain volunteers is by
addressing their satisfaction with the volunteér jo research on organizational behavior,
the job satisfaction of paid workers has been esxvety addressed (for an overview see
Judge, Thoresen, Bono, & Patton, 2001). In contoady a few studies so far have focused
on the job satisfaction of volunteers and its preats (Galindo-Kuhn & Guzley, 2001). The
volunteer workforce is a workforce in itself witls iown specific job design (Pearce, 1993;
Gidron, 1983) which merits specified theory devebtent and research (e.g., Boezeman &
Ellemers, 2007, 2008b). Therefore, further insighd the ways in which work experiences
can sustain and enhance satisfaction with thenoding volunteers are theoretically relevant,
and can also help volunteer organizations to impitbeir volunteer policy. The goal of the
present research is to examine intrinsic needfaetien (Deci & Ryan, 2000; Ryan & Deci,
2000) as a potential cause of volunteers’ job featti®don and intentions of remaining a
volunteer with the volunteer organization. We fegsamine whether satisfaction with the
volunteer job and the resulting intent to remauoknteer with the volunteer organization
relate to intrinsic need satisfaction (Deci & RyaA00; Ryan & Deci, 2000) during volunteer
work. Additionally, we examine whether volunteeiffedt from paid employees (performing
identical tasks within the same organization) &way in which they derive job satisfaction
and intentions to remain from intrinsic need satitbn during work.

Job satisfaction in volunteer work

Volunteer work is work in an organizatiogahtext, unpaid and without any obligations,
for the benefit of others and/or society (e.g.,51€1997). In line with the mission of their
volunteer organization, volunteers provide servioesociety and its members that would not
be available if they had to be paid for (Fisher &arman, 1998). Thus, the fact that people

are willing to work in volunteer organizations wotht compensation enables these
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organizations to contribute positively to society.

Although volunteer work is a self-chosen\atyt (suggesting that volunteers cooperate,
perform, and attend because they want to), volureganizations are often confronted with
personnel problems in coordinating their voluntdevgards contributing to the mission of the
volunteer organization (Pearce, 1993). That isywvaers often refuse to cooperate with their
volunteer organization and/or do not perform anerat as expected, for instance when they
do not see the relevance of organizational proesd{iRearce, 1993). The reason why
volunteers can easily non-cooperate, non-perfona ren-attend, is that volunteer work is
non-obligatory and unpaid (Pearce, 1993). Indeellinteer organizations can neither reward
volunteers for performing desired behavior nor sandhem for failing to do so.
Nevertheless, it is important that volunteers renaaid perform their task as they promised,
because volunteer organizations have a clientederiee that is dependent upon the services
of the volunteer organization. As material rewaadd punishments do not apply to volunteer
work, one of the few ways in which volunteer orgaionscan coordinate volunteers
towards contributing to the mission and servicethefvolunteer organization is by
addressing their satisfaction with the volunteér. jbhus, it is critical for volunteer
organizations to address the job satisfaction ainteers, because financial and material
rewards cannot be used to motivate volunteerstalttee ideological and financial
circumstances in which volunteer organizations atger

Job satisfaction refers to an attitude camog one’s work and its aspects (Griffin &
Bateman, 1986). For instance, Locke (1976) defjobdatisfaction as a pleasurable or
positive emotional state resulting from the apm@iaié one’s job or job experiences. Job
satisfaction has been extensively addressed ifietideof paid work. Findings (Judge et al.,
2001; LePine, Erez, & Johnson, 2002; Organ & R{&95; Tett & Meyer, 1993) obtained

among paid workers for instance showed that joilsfaation is positively linked to
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performance and helping behaviors on the job @rganizational citizenship behavior) and
negatively associated with withdrawal cognitiong(eintent to leave the organization).
However, despite its relevance to theory developroencerning job attitudes and the
operation of volunteer organizations, job satiséachas only received minor attention in the
case of volunteer work (Galindo-Kuhn & Guzley, 2R00o date, Clary et al. (1998) found
that volunteers are more satisfied with their véden work insofar as the volunteer work
provides them with non-material benefits (e.g., kvexperience) in line with their initial
motivation for performing the volunteer work. Addially, Galindo-Kuhn and Guzley
(2001) established among volunteers that perceptibthe importance of the volunteer work
and social integration within the volunteer orgatian (which were seen to indicate
volunteers’ job satisfaction) were positively cdated with the willingness to stay a volunteer
with the volunteer organization.

As preliminary research (e.g., Clary et H998; Galindo-Kuhn & Guzley, 2001) on
satisfaction with the volunteer job indicates, dm¢he fact that volunteer work is unpaid
(Meijs, 1997; Pearce, 1993) volunteer organizatmarsonly enhance the job satisfaction of
their volunteers by addressing the non-materidlufea of the volunteer work experience.
Because volunteer work is by definition an actreeéfchoice, it reflects an activity that is
selfchosen out of intrinsic interest. This mearad thr volunteers (in contrast to what is the
case among paid employees) job satisfaction aedtions of remaining a worker with the
organization calnly arise from factors related to intrinsic motivation.

Intrinsic need satisfaction as a predictor of vakars’ job satisfaction and intentions to stay

Intrinsic motivation refers to being insgirfom within (i.e., from one’s inner self) to
actively engage in novelties, challenges, the esxvenof capabilities, exploration, and
learning experiences (Ryan & Deci, 2000). The netean motivation, including intrinsic

motivation, is of interest because motivation g&tsple in motion to act, explore and raise
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effort (Ryan & Deci, 2000). According to research@aard, Deci, & Ryan, 2004; Deci,
Ryan, Gagne, Leone, Usunov, & Kornazheva, 2001 n&&gDeci, 2005; Ryan & Deci,
2000), the intrinsic motivation of people to engage persist in activities that hold intrinsic
interest to them is contingent on social conditi@zecifically, in line with self-determination
theory (Deci & Ryan, 1985b, 2000; Ryan & Deci, 2f)08searchers (Baard et al., 2004; Deci
& Ryan, 2000; Deci et al., 2001; Gagne & Deci, 20Rgan & Deci, 2000) have argued that
social conditions can either have a positive oratigg effect on work outcomes through their
influence on three fundamental human needs that tievpotential to inhibit or elicit

intrinsic motivation, namely the needs for autonpogmpetence, and relatedness.

The need faautonomyrefers to the need of having choice and self-cbirirone’s own
actions, the need f@mompetenceefers to the need of experiencing that one is tble
successfully carry out tasks and meet performatacelards, and the need fetatedness
refers to have and develop secure and respeclftiorships with others (Baard et al., 2004;
Deci & Ryan, 2000; Deci et al., 2001; Gagne & D@€I05; Ryan & Deci, 2000). Research
has shown that intrinsic need satisfaction (withimsic motivation as an underlying
psychological mechanism) contributes positivelpéoformance evaluations, psychological
adjustment, and work engagement in paid work (Bagyrd et al., 2004; Deci et al., 2001).
Additionally, there is some initial evidence to gegt that intrinsic need satisfaction relates to
the number of hours worked on, and psychologicghgement with, volunteer work (Gagne,
2003). Accordingly, and in line with the prelimiyastudy of Gagne (2003) on intrinsic need
satisfaction and its effects among volunteer warkere argue that intrinsic need satisfaction
will contribute positively to volunteers’ job atides (i.e., job satisfaction, intent to remain a
volunteer with the volunteer organization). Howewerextension oprevious studies (e.g.,
Baard et al., 2004; Deci et al., 2001; Gagne, 2008)will address satisfaction of autonomy,

competence, and relatedness needs as separats {atttead of as a single factor
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representing intrinsic need satisfaction as analveonstruct, see Baard et al., 2004; Deci et
al., 2004; Gagne, 2003). The reason for doingishilsat we argue that satisfaction of
autonomy, competence and relatedness needs eabhawadifferential effects on volunteers’
job satisfaction as well as on their intentionseshaining a volunteer with the volunteer
organization.
Satisfaction of autonomy needs

Volunteering on behalf of a volunteer orgaution, its mission, and its clientele is by
definition a self-chosen activity. The organizatiboultures of volunteer organizations
emphasize independence, autonomy, and egalitaniaassmportant values and these
characterize the work-settings of volunteers (Reak893). In line with the conceptual
framework of Deci and Ryan (1985b, 2000; Ryan &iD2600), we therefore argue that the
settings in which volunteer work takes place féaii# satisfaction ciutonomyneeds which
leads volunteer workers to raise voluntary efforto@half of the volunteer organization out of
intrinsic motivation. Specifically, in the preseesearch we will examiremong volunteers
whether satisfaction of autonomy needs on the vekrrjob contributes to job satisfaction
and subsequently to the intent to remain a volumnigtd the volunteer organization. Findings
(Gagne & Deci, 2005; llardi, Leone, Kasser, & Rya®93) obtained among paid workers
indicate that satisfaction of autonomy needs duogk has the potential to enhance job
satisfaction. Nevertheless, to date it has not legamined whether satisfaction of autonomy
needs duringolunteerwork also enhances volunteers’ job satisfactiod, thos leads to the
intent to stay a volunteer. In this research, wesader job satisfaction a relevant predictor of
the intent to remain, because measures reflectitigfaction with the volunteer job have been
found (Galindo-Kuhn & Guzley, 2001) positively ridd to the intent to remain. In line with
previous research (Baard et al., 2004; Deci e2@D]1; Gagne, 2003; Galindo-Kuhn &

Guzley, 2001) we hypothesize:
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Hypothesis 1: Satisfaction of autonomy needs orvtthenteer job contributes directly and
positively to volunteers’ job satisfaction (1a)dandirectly and positively to volunteers’
intentions of remaining a volunteer with the vokgtorganization through job satisfaction
(1b).
Satisfaction of relatedness needs

Social relationships consistently emerga &ctor of importance to the motivation to
volunteer (see Boezeman & Ellemers, 2007; Claaf.e1998; Chaan & Goldberg-Glen,
1991, Galindo-Kuhn & Guzley, 2001). Boezeman andriérs (2007), for instance, found
that volunteers are more inclined to stay a voleintéth their volunteer organization when
they feel that their volunteer organization respéisem. As social relations are considered
relevant and important in the field of volunteerrtv@Boezeman & Ellemers, 2007; Clary et
al., 1998; Cnaan & Goldberg-Glen, 1991; Pearce3),98e argue that satisfaction of
relatedness needs on the volunteer job is reldgahe job satisfaction and intentions of
remaining a volunteer with the organization amoaolynteers. Indeed, Galindo-Kuhn and
Guzley (2001) found that social integration withire volunteer organization was positively
associated with volunteers’ intent to remain witl brganization. However, this previous
work has not addressed satisfaction with the velemjpb as mediator of on the one hand the
importance of social relationships and on the otfaerd intentions of remaining a volunteer.
Therefore, in line with previous work (Baard et @004; Deci et al., 2001; Gagne, 2003;
Galindo-Kuhn & Guzley, 2001) in the current resban® predict and examine:
Hypothesis 2: Satisfaction of relatedness needb®molunteer job contributes directly and
positively to volunteers’ job satisfaction (2a)dashows an indirect and positive relation to
volunteers’ intentions of remaining a volunteernathie volunteer organization through job

satisfaction (2b).
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Satisfaction of competence needs

Given the circumstances in volunteer workoessider it likely that satisfaction of
competence needs is less relevant to the job aetizh and intent to remain with the
volunteer organization among volunteers comparestisfaction of autonomy and
relatedness needs. That is, in the case of voluntek performance standards are often
minimal (Farmer & Fedor, 1999; 2001; Pearce, 1988jnal job-descriptions involving job
standards and evaluation criteria are vague omaljBearce, 1993), and performance
evaluations are infrequent if even present (Fa@kEedor, 1999). As indicators of
competence are unclear or even irrelevant in vekmivork, we argue that volunteers
primarily derive their job satisfaction from themtisfaction of autonomy and relatedness
needs (which are more apparent in the case of tedumork) on the volunteer job, so that
the fulfilment of competence needs will not furtltentribute to volunteers’ job satisfaction
and the intent to remain a volunteer with the vt#en organization. Accordingly, we predict:
Hypothesis 3: Among volunteers satisfaction of cetapce needs will have no significant
added value in predicting job satisfaction andrihte remain a volunteer above and beyond
satisfaction of autonomy needs and relatednessneed

Thus, in order to contribute to theory depehent concerning satisfaction with the
volunteer job and to help volunteer organizationprove their volunteer policy, we will
focus on the effects of intrinsic need satisfacbarsatisfaction with the volunteer work and
the intent to remain a volunteer with the volunteeyanization among volunteers.
We thus a.) contribute to theory development camogrthe job satisfaction of volunteers, b.)
distinguish between satisfaction of autonomy neealsipetence needs, and relatedness needs
on the volunteer job to examine their unique effext volunteers’ job satisfaction and intent
to remain a volunteer with the volunteer organ@atiand c.) provide insight into which

aspects of intrinsic need satisfaction are mostyliko sustain and enhance job satisfaction
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and tenure among volunteers.
Effects of intrinsic need satisfaction on the job

Although paid work is fundamentally diffetdrom volunteer work (e.g., Chaan &
Cascio, 1999; Farmer & Fedor, 1999; Gidron, 19&&rBe, 1993), both work types can be
seen as sharing similarities on certain levelsafysis (Gidron, 1983). For instance, paid and
volunteer work both are carried out in an orgamiretl context, and both types of
employment can be used to have people fulfil idahtasks. Furthermore, the well-being and
performance of paid employees as well as volunggpends on relevant job attitudes such as
their work satisfaction. These similarities betwgamnd and volunteer work have led
researchers (e.g., Laczo & Hanisch, 1999; Liaoi,r2001; Pearce, 1983, 1993; see also
Netting, Nelson, Borders, & Huber, 2004 for an @@w) to compare the job attitudes of
paid employees to those of volunteers in ordemin ghore systematic insight in differences
and similarities between paid employees and vokrstgelevant to the management of these
two types of workers.

In the literature (Cnaan & Cascio, 1999;nkar & Fedor, 1999; Pearce, 1993) it has been
suggested that volunteers by definition are moteraeamous in their jobs than paid
employees are, because volunteers do not work dodeal restrictions in contrast to paid
employees. Due to the fact that they work underenfimmal restrictions, in line with the
conceptual framework of Deci and Ryan (1985b, 260@n & Deci, 2000), it is likely that
paid employees place more value on satisfacti@utdhomy needs in their work than do
volunteers (and that they value this type of negsfction above and beyond the other types
of need satisfactionpt the same timehere is another possible reason for volunteepdace
less value on satisfaction of autonomy needs im i@k than paid employees. That is, field
observations (Pearce, 1993) have indicated thanhteérs often do not know how to carry out

tasks properly or which guidelines to follow, aeelfuncertain, as a result of the considerable
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autonomy they have in their jobs. Satisfactionudbaomy needs may be less relevant to
volunteers, either because their autonomy is sedfeat (e.g., Pearce, 1993) or because they
are given too much autonomy to be able to feeltti@at/olunteer organization takes an
interest in them (Bruins, Ellemers, & de Gilder999 Because social relationships have been
found a consistent factor of importance to the wadton to volunteer (see Boezeman &
Ellemers, 2007; Clary et al., 1998; Cnaan & Goldb@ten, 1991; Galindo-Kuhn & Guzley,
2001), it may well be that volunteers considerssatition of relatedness needs on the job
more relevant to their job satisfaction and intentemain than satisfaction of the other needs.
At the same time, in the case of paid employeesuspect satisfaction of autonomy needs is
most relevant to job satisfaction and the intermetoain. Thus, we will examine whether paid
employees derive their job satisfaction and intergito remaimprimarily from satisfaction of
autonomy needs on the job, and investigate whethlanteers (in contrast to paid
employees) derive their job satisfaction and interrfemainprimarily from satisfaction of
relatedness needs on the job. In doing this, we gaire systematic insight in differences and
similarities between paid employees and volunteeng;h might help organizations to
coordinate these different types of workers. Acoagly, we predict:
Hypothesis 4: The job satisfaction and intentiansetnain with the organization of paid
employees arprimarily and positively affected by the satisfaction of aaimy needs on the
job (4a), in contrast, the job satisfaction andimginess to stay with the organization of
volunteers ar@rimarily and positively affected by the satisfaction of retlness needs on the
job (4b).
Method
Participants

The organization that hosted this researa$ awolunteer organization that organizes and

facilitates leisure activities for the mentally kiasapped. Participants were volunteers
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(working in the 3 subdivisions of the volunteeramgation) as well as paid employees
(working side-by-side with volunteers in 1 of theubdivisions of the volunteer organization)
that served in groups of coordinators/supervisargd the leisure activities for the mentally
handicapped.

Main sampleFrom the volunteers working in the 3 subdivisiohthe volunteer

organization, 112 questionnaires were returnecegular mail (response rate = 29.28%,
which is representative of previous survey researsbng volunteers, see for instance
Tidwell, 2005), and 105 of these were complete@ndd be used for further analysis £

105). The respondents’ mean age was 43[5<14.5), 65.7% were women, 76.2% held paid
jobs besides working as a volunteer, and 32.4%\vatsked for other organizations as a
volunteer. This sample is representative of volenteorkers in general, for instance because
volunteer work in volunteer organizations is comigaarried out by a majority of female
volunteers (see for instance Boezeman & Ellemd8722008; Greenslade & White, 2005;
Penner & Finkelstein, 1998; Tidwell, 2005) and hesgait is common that volunteers work
for multiple organizations (Cnaan & Cascio, 1999).

Matched sampldn 1 of the 3 subdivisions of the volunteer orgatian paid employees
performed identical tasks in the same type of plh@unteers during the volunteer
organizations’ leisure activities (e.g., dance sas computer classes) for the mentally
handicapped. These activities were assigned tosedwolunteers and paid employees to
jointly supervise. The employees received pay basethe fact that they had formal training
and held the associated credentials that wereameldu the classes that they supervised.
There were no formal hierarchical differences betw#he volunteers and the employees.
From the total amount of 50 paid workers in thidechad sample, 27 questionnaires were
received (response rate = 54%) and 25 could befosédrther analysisN = 25). In terms of

background characteristics, this sample was rougtiyparable to the sample of volunteer
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workers described above. The respondents’ meawag&8.3 $D= 11.9), 92% were
women, and 88% also worked for other organizatama paid employee. From the 104
volunteers in the subdivision matched to work digleside with the paid employees, 43
questionnaires were received (response rate =%).86d 41 could be used for further
analysis N = 41).
Procedure

All volunteers and paid employees (perfomgriime same tasks as the volunteers) working
in the volunteer organization as coordinators/stipers during the leisure activities for the
mentally handicapped were mailed a survey withaompanying letter. In the
accompanying letter volunteers or paid employea®asked for their participation by the
volunteer organization. The researchers indicdtatithe volunteer organization was
interested in their opinion with regard to its hummasource management policy, and
guaranteed anonymity as well as confidential treatnof the information that they provided.
The volunteers and paid employees participatingenstudy sent their surveys in a
selfaddressed envelope directly to the researchers.
Measures

All measures consisted of validated scdlaswere translated into Dutch, see Table 1 for
all items used. In the questionnaire distributedagnthe paid workers the words ‘volunteer’
and ‘volunteer work’ were substituted by ‘employaad ‘work’ respectively. Responses
were recorded on 7-point scales (fotally disagree 7 =totally agreg, unless otherwise
stated.

Thesatisfaction of autonomy neefisain sample volunteera:= .68; sub-sample paid
workers:a = .76, sub-sample volunteess= .61), thesatisfaction of competence neéasin
sample volunteers: = .74; sub-sample paid workess= .86, sub-sample volunteets=

.80), and thesatisfaction of relatedness neddsin sample volunteers:= .88; sub-sample
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paid workerso. = .88, sub-sample volunteess= .92) on the job were each measured with 3
items from the Basic Need Satisfaction at Work &oahich for instance has previously been
used by Deci and colleagues (2001) to assesssitmeed satisfaction on the job.

Generajob satisfaction{main sample volunteera:= .90; sub-sample paid workets=
.77, sub-sample volunteers= .86) was assessed with 3 items adapted frorm#asure
developed, validated, and used by Mitchell, Holther, Sablynski, and Erez (2001).

Theintent to remairimain sample volunteera:= .76; sub-sample paid workes= .70,
sub-sample volunteers:= .57) a worker with the volunteer organizatiorsveasessed with 2
items that are generally used for measuring thisitact among volunteers (see for instance
Boezeman & Ellemers, 2007; Miller, Powell, & Seltz£990). The responses to these items
were recorded on a 5-point scale (highly unlikely 5 =highly likely).
Results
Measurement and correlation analyses

We conducted confirmatory factor analyse®wnmain sample of volunteers in EQS 6.1
(Bentler & Wu, 2004) in order to examine whethex tfems should be clustered as predicted.
We report the chi-squarg?), the nonnormed fit index (NNFI), the comparatiwendex
(CFI), and the root mean square error of approxondRMSEA) as omnibus fit indexes in
the measurement analysis (as well as in the patlysis that follows next). Model fit is
typically indicated by these fit indexes, when NN¥Rd CFI are between .90 and 1.00 and
when RMSEA is less than .10 (e.g., Diamantopould&iguaw, 2000; Raykov &
Marcoulides, 2006; Schumacker & Lomax, 2004). Tésults of the confirmatory factor
analyses are summarized in Tables 1 and 2.

The hypothesized 5-factor measurement nglt®hed an acceptable fit to the data with
%2(67,N = 105) = 100.29p = .005, NNFI = .94, CFI = .96, and RMSEA = .07 ohuler to

further test the validity of the hypothesized Stfsianeasurement model, we subsequently
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tested this model against alternative measuremedels. In the alternative 4-factor
measurement model, job satisfaction and the iiterémain were merged into one aggregate
factor, because they could have been understodioelyespondents as reflecting a global
sense of work engagement. Further, previous raséBeard et al., 2004; Deci et al., 2001,
Gagne, 2003) addressed intrinsic need satisfactiarglobal way, and thus we also tested a
3-factor measurement model (where fulfilment obaoimy, competence, and relatedness
needs were combined in a global factor) againshgpothesized 5-factor measurement
model (in which satisfaction of autonomy needs, petence needs, and relatedness needs
were considered individual factors). Finally, wetésl a 1-factor measurement model, in
order to address bias from common method varigd&summarized in Table 2, these
alternative models fit the data significantly legsl than the hypothesized 5-factor
measurement model. Furthermore, the 1-factor measnt model did not indicate that a
single factor accounted for the covariation amdregitems and this provides preliminary
evidence against bias from common method variaRodgakoff, MacKenzie, Lee, &
Podsakoff, 2003). Thus, we accepted the hypothe@&iAactor measurement model as our
final measurement model. Importantly, this modeicates that satisfaction of autonomy,
competence, and relatedness needs can be considgpeaviding separate contributions to
intrinsic need satisfaction (see also Baard e8D4). Based on the results from the
confirmatory factor analyses, we averaged the sdorethe scales and computed the
correlations among the constructs (see Table Ballyj we also calculated the averaged
scores and correlations for the matched samplel agle 4 (issues of sample size (see
Russell, 2002) did not permit confirmatory factaabysis on the matched sample).
Path analysis

We conducted path analyses in EQS 6.1 (Bentler & 2004) to test the hypothesized

path model (Fig. 1) and its individual paths. Ttadistics we obtained indicated that overall
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Table 1 Standardized Parameter Estimates of Factor Loadings, Rz,ltem Means

(N =105) 5-Factor Measurement Model
Questionnaire Factor R’ Item
Items loadings means

Satisfaction of autonomy needs

1.) “I feel like | can make a lot of inputs to .63 .39 5.25
deciding how my volunteer job gets done”

2.) “I am free to express my ideas and .85 .73 5.86
opinions on the volunteer job”

3.) “There is much opportunity for me to .56 .31 5.30
decide for myself how to go about my volunteer work”

Satisfaction of competence needs

1.) “I feel very competent when | am at my volunteer work” .63 40 5.82
2.) “On my volunteer job | get a lot of chance 59 .35 5.00
to show how capable | am”

3.) “When | am working at <organization> | .89 .79 5.50
often feel very capable”.

Satisfaction of relatedness needs

1.) “At <organization>, | really like the people | work with” .82 .68 5.86
2.) “I get along with people at my volunteer work” .94 .88 5.91
3.) “People at my volunteer work are pretty friendly towards me” .79 63 6.04

Job satisfaction

1.) “All'in all, I am satisfied with my volunteer job at .95 .90 5.96
<organization>"

2.) “In general, | like my volunteer job at <organization>" .88 .78 6.12
3.) “In general, | like working as a volunteer at .80 .64 5.98
<organization>"

Intent to remain

1.) “How likely is it that you will quit your work as .76 57 3.93

a volunteer at <name volunteer organization>
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within the next 6 months?” (reverse scored)

2.) “How likely is it that you will continue your work

as a volunteer at <name volunteer organization>

for the next two years?”

.82

.67

Managing the volunteer organization

3.77

Table 2 Confirmatory Factor Analysis Results of Study Variables Main Volunteer Sample

Model df X2 Ax2 NNFI  CFlI RMSEA AlC
5-factor measurement model 67 100% - .94 .96 .07 -33.7
4-factor measurement modela 71 13140+ 3]kxx .90 92 .09 -11
3-factor measurement modelb 74 188%+ . .82 .85 12 40
1-factor measurement model 90 3654+  265** 60 .66 17 185

Note. N = 105. Ax2 indicates the deviation of each alternative model compared to the hypothesized 5-factor measurement

model for nested models, AIC is additionally reported and also serves as comparison index between non-nested models. a

Combining job satisfaction and intent to remain, b Combining satisfaction of autonomy needs,competence needs, and

relatedness needs. *** p < .001.

Table 3 Correlations between averaged constructs Main Volunteer Sample

(N = 105) M SD 1 2 3 4 5 6 7
1.) Satisfaction of autonomy needs 5.47 .96 -

2.) Satisfaction of competence needs  5.44 .94 .35%* -

3.) Satisfaction of relatedness needs 5.94 .80 52** A4** -

4.) Job satisfaction 6.02 .81 54** .31+ .60** -

5.) Intent to remain 3.85 1.03 .24* A1 .29%* 55** -

6.) Age 44.5 14.5 -.17 -.14 -.02 -.00 .09 -

7.) Organizational tenure 6.29 6.70 -.02 .07 -17 -.33** -.18 27 -

8.) Gender - - .07 .22* .08 .17 .00 -.35%* - .24*

Note. * p < .05, * p < .01
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Satisfaction of
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Figure 1. Predicted relations between variables (with Hypothesis numbers indicated) and

direct and indirect effects observed. ** p < .01, *** p < .001.

the hypothesized path model fit the data well wi{8, N = 105) = 1.18p = ns, NNFI = 1.00,
CFI = 1.00, RMSEA = .00. At this stage, we testadlypothesized fully mediated path
model (Fig. 1) against alternative path modelsstFwe tested our hypothesized path model
(Fig. 1) against an alternative partially medigbath model with direct paths from
satisfaction of autonomy, competence, and relatsineeds to the intent to remain in
addition to the paths depicted in Figure 1. Weetdksiur hypothesized path model (Fig. 1)
against this alternative partially mediated patldeipbecause Deci and colleagues (2001) for
instance found a direct relation between on thehamel intrinsic need satisfaction on the job
and on the other hand engagement with the orgamizamong paid workers. In the partially
mediated path model, the additional paths all weresignificant, and thus this alternative
model did not represent a significant improvemesgrdhe more parsimonious hypothesized
path model (Fig. 1). Further, due to the fact thatdata were collected at a single point in
time, we also tested our hypothesized path modeg! {7 in a reversed order to address the
proposed directionality of the relationships amtmgvariables. The alternative reversed

causal order path model did not show a significaprovement of fit over the hypothesized
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path model (Fig. 1), as the Akaike’s informatioiterion (AIC) of the hypothesized path
model (AIC = -4.8) was smaller than in the casthefalternative reversed causal order model
with ¥2(6,N = 105) = 24.80p < .001, NNFI = .78, CFl = .87, RMSEA = .17, and AHQ.2.8
(cf. Bentler, 2004). This argues for the proposkeationality of the paths in our
hypothesized model. In sum, we accepted the hypatbe path model (Fig. 1) for further
analysis, and continued with the examination ofgjhecific hypotheses.
Satisfaction of autonomy, competence, and relatsineeds among volunteer workers

We predicted that among volunteers thefsatisn ofautonomyneeds on the volunteer
job contributes directly and positively to job sédiction (Hypothesis 1a), and indirectly to the
intent to remain a volunteer with the volunteeramigation (Hypothesis 1b). Hypothesis 1
was supported by the path analysis. We found #tegfaction of autonomy needs during
volunteer work is directly and positively assocthtégth volunteers’ job satisfactiofp € .31,
p <.001), and indirectly and positively associatethwolunteers’ intentions of remaining a
volunteer with the volunteer organization through gatisfaction{ = .17,p < .01). These
results suggest that when volunteers experiencdazton of autonomy needs during their
volunteer work, they are more satisfied with theitunteer job and that this in turn enhances
their intentions to stay a volunteer with theirwaieer organization.

We predicted that among volunteers thefsatisn ofrelatednessieeds on the
volunteer job contributes directly and positivadyjob satisfaction (Hypothesis 2a), and
indirectly to the intent to remain a volunteer wiitie volunteer organization (Hypothesis 2b).
Hypothesis 2 was also supported by the path asaMg found that satisfaction of
relatedness needs during volunteer work is dirently positively associated with volunteers’
job satisfactionf{ = .44,p < .001), and indirectly and positively associatethwolunteers’
intentions of remaining a volunteer with the vokait organization through job satisfacti@in (

=.24,p<.001). These results suggest that when voluneegrsrience satisfaction of
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relatedness needs during their volunteer work, greymore satisfied with their volunteer job
and that this in turn enhances their willingnesst&y a volunteer at their volunteer
organization.

Finally, we predicted (Hypothesis 3) thatantcontrolling for the satisfaction of
autonomy and relatedness needs on the volunteassjpbedictors of volunteers’ job
satisfaction, the satisfaction of competence neadse volunteer job is less relevant to
volunteers’ job satisfaction and volunteers’ intens of remaining a volunteer with the
volunteer organization. This prediction was supgebtiy inspection of the path analysis of the
model that we hypothesized (Fig. 1) as well asasying an alternative path model (in which
we specified no relation between on the one hatisfaetion of competence needs and on the
other hand job satisfaction and intent to remagajist the hypothesized path model (Fig. 1).

When we inspected the hypothesized path h{bae 1) that was tested, we found that
beyond satisfaction of autonomy neefls-(.31,p < .001) and relatedness neefls=(.44,p <
.001), the satisfaction of competence needs didumtiter contribute to volunteers’ job
satisfaction § = .01,p = ng). Thus, satisfaction of competence needs wasusisbated to
volunteers’ intentions of remaining a volunteerhwtite volunteer organizatiofi € .00,p =
ns. A Wald Test (see Byrne, 1994 for a discussi@neagated by EQS 6.1 (Bentler & Wu,
2004) corroborated this as it indicated that tledipath from satisfaction of competence
needs to job satisfaction could be omitted fromhjagothesized model (Fig.1) without
substantial loss in model fit. This indicates taatong volunteers satisfaction of competence
needs has no significant added value in predigohgatisfaction and the intent to remain a
volunteer above and beyond satisfaction of autonoeggs and relatedness needs. In order to
further address Hypothesis 3, we then tested goothesized path model (including a
relation between on the one hand satisfaction ofpmience needs and on the other hand job

satisfaction and intent to remain) against a patdehin which we specifiedo relation
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between satisfaction of competence needs on theamaand job satisfaction (directly) and
intent to remain (indirectly) on the other hand. Wend that the model in which satisfaction
of competence needs was not related to job sdisfie@nd intent to remain fit the data well
with y2(4,N = 105) = 1.19p = ns NNFI = 1.05, CFl = 1.00, RMSEA = .00, AIC = -6.8.
Furthermore, this model was nested within the Hypsized path model (Fig. 1) and thus this
alternative model could be directly compared agdhes hypothesized path model (Fig 1.) on
the basis of the chi-square differences test. hirsquare differences test showed that the fit
of the hypothesized path model (Fig. 1) was natiaantly different from the more
parsimonious and well fitting model that specifremirelation between on the one hand
satisfaction of competence needs and on the otret job satisfaction (directly) and intent to
remain (indirectly). These results further supptypothesis 3, in that they show that
satisfaction of competence needs has no signifedaéd value in predicting job satisfaction
and intentions of staying with the volunteer orgation above and beyond the effects of
satisfaction of autonomy needs and relatednessneed

To provide an overview, we inserted thelfiesults of the path analysis in Figure 1. The
satisfaction of autonomy and relatedness needseondiunteer job jointly account for 43%
of the variance in volunteers’ job satisfactiond gob satisfaction in turn accounts for 31% of
the variance in volunteers’ intentions of remaingngolunteer with the volunteer
organization.
The effects of satisfaction of autonomy and relaed needs on the job among volunteers
versus paid employees

Because of the relative small sample sip&u(iteerdN = 41; paid employeeN = 25), we
conducted a sequential series of regression arsafysstead of path analysis) in order to test
Hypothesis 4. Hypothesis 4 predicted that in treeadpaid workergob satisfaction and

intent to remain are primarily enhanced by thesattion ofautonomyneeds on the job,



Managing the volunteer organization 147

while the job satisfaction and intent to remairvolunteersshould primarily be enhanced by
satisfaction ofelatednessieeds on the job. As the volunteers and employees all

workers at the same volunteer organization perfogndentical tasks, we first (with a

multiple regression analysis across the 2 sub-sshpispected how intrinsic need
satisfaction on the job overall affected job satitibn across the matched sample.
Subsequently, in line with the procedure for tegtimediation (Baron & Kenny, 1986; see
also Frazier, Tix, & Barron, 2004; Preacher & Lemiedli, 2001), we inspected how the
workers’ intentions of remaining with the organinatwere affected by their intrinsic need
satisfaction on the job (i.e., satisfaction of aatmy and relatedness needs) through their job
satisfaction. We then conducted stepwise regressiatyses as well as mediation analyses in
which we compared the 2 types of workers in ordexddress Hypothesis 4.

The overall multiple regression analysisved that satisfaction of autonomy needs (I3 =
.33,p < .05) and relatedness needs (I3 =p34,01) on the job were both directly and
positively related to the workers’ satisfactioniwibeir job at the volunteer organizatid®2(
=.35). These results suggest that satisfacti@uttfhomy and relatedness needs on the job
are important to the job satisfaction of individualorking at a volunteer organization
(regardless of whether they work as a volunte@moemployee).

We established that the pre-conditions sowéhether satisfaction of autonomy needs on
the job indirectly affects the intent to remainiwihe organization were met (see Baron &
Kenny, 1986). Subsequently, we found that the tigffect of satisfaction of autonomy needs
on the job (b = .26, B =.2p< .05,R2=.06) on the intent to remain became non-signitica
(b =-.02, 3 =-.02) = ng) when job satisfaction (b = .88, 3 = .5% .001) was included as
an additional predictor in the analysi®2(= .26). This indicates full mediation, which was
significant as indicated by a Sobel test(3.13,p < .01). Further, we calculated a 95%

confidence interval (.1274; .4518) for testing nedt effects (see Preacher & Hayes, 2004),
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which corroborated that the mediation effect wasificant because zero (0) was not
included as a value in the confidence interval.sEh@sults suggest that among individuals
working at a volunteer organization (either as mnteer or as a paid employee), the
satisfaction of autonomy needs on the job leagali@atisfaction and subsequently to the
intent to remain with the organization.

Further, we established that the pre-comlitito test whether satisfaction of relatedness
needs on the job indirectly affects the intentaimain with the organization were met (see
Baron & Kenny, 1986). We subsequently found thatdiiect effect of satisfaction of
relatedness needs on the job (b = .46, R 5p.3401,R* = .09) on the intent to remain
became non-significant (b = .08, R = .A6& ns) when job satisfaction (b = .81, R = .48
.001) was included as an additional predictor sahalysisR = .26). This indicates full
mediation, which was significant as indicated el testd= 2.99,p < .01). Further, we
calculated a 95% confidence interval (.1773; .6 @Bjesting indirect effects (see Preacher
& Hayes, 2004), which corroborated that the medra&ffect was significant because zero (0)
was not included as a value in the confidencevateilhese results suggest that the
satisfaction of relatedness needs on the job s satisfaction and subsequently to the
willingness to remain with the organization amongdividuals working at a volunteer
organization (either as a volunteer or as a paipleyee).

We then continued our analysis with stepweggession analyses for the 2 separate
subsamples (volunteers versus paid employeed)elndse of thpaid employeeghe first
stepwise regression analysis showed that satisfaotiautonomyneeds on the job (3 = .45,
< .05) is the primary predictor of job satisfacti@ti = .20). After inclusion of autonomy
needs as a predictor of job satisfaction, satisfacif relatedness needs (3 = .23, ns) and
competence needs (3 = .4 ng) did not explain additional variance in the paiorkers’

job satisfaction in the regression model. Howeirethe case of theolunteer workersthe
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subsequent stepwise regression analysis reveaeththsatisfaction atlatednessieeds on
the job (B = .55p < .001) is the primary predictor of job satisfanti® = .30), while
satisfaction of autonomy needs (R = 26,ns) and competence needs (3 = d4,n9)
emerged as non-significant predictors in this regjan analysis.

To further address Hypothesis 4, among itferdnt types of workers we then examined
the indirect effects of satisfaction of autonomy aelatedness needs on the job on the intent
to remain with the organization through job satiitan. After checking that the preconditions
for testing mediation were fulfilled (see Baron &y, 1986), we found that in the case of
paid employeesatisfaction ohutonomyneeds on the job wamly indirectly and positively
related to the intent to remain with the organ@athrough job satisfaction, while in the case
of thevolunteersve found thabnly satisfaction ofelatednessieeds on the job contributed
indirectly and positively to the willingness to ptaith the volunteer organization through job
satisfaction. That is, in the case of ffeed employeesatisfaction of relatedness needs (3 =
.06, p = n9g) did not predict the intent to remain at all, ontrast to satisfaction of autonomy
needs which reliably affected the intent to remaimus, the direct effect of satisfaction of
autonomy needs (b = .45, R = .B6; .08,R? = .13) on the intent to remain became non-
significant (b = .17, B = .14,= ns) when job satisfaction (b = .96, [3 = .49 .05) was
included as an additional predictor in the anal§®fs= .32). This indicates full mediation,
which was significant as indicated by a Sobel test1.74,p = .08). Further, a 95%
confidence interval (.0285; .8017) for testing nedt effects (see Preacher & Hayes, 2004)
corroborated that this mediation effect was sigatfit because zero (0) was not included as a
value in the confidence interval. In the case eblunteergin contrast to what was the case
among the paid employees) in the sub-sample setimficof autonomy needs (3 = .15 ng)
did not affect the intent to remain at all, in aast to the satisfaction of relatedness needs

which reliably affected the intent to remain. Thilg direct effect of satisfaction of
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relatedness needs on the job (b = .52, B 5p.83905,R* = .15) on the intent to remain
became non-significant (b = .26, B = .p% ns) when job satisfaction (b = .56, R = .5

.05) was included as an additional predictor inahalysis & = .24). This indicates full
mediation, which was significant as indicated Badel test{= 1.85,p = .06). Further, a
95% confidence interval (.0438; .5824) for testimgjrect effects (see Preacher &

Hayes, 2004) corroborated that this mediation éffexs significant because zero (0) was not
included as a value in the confidence interval.

In sum, through a series of regression aealyve first established that across the 2 types
of workers we examined, satisfaction of autonomy mtatedness needs predict job
satisfaction and intentions of remaining with tlmgamization. However, when we
subsequently distinguished between different woriaes (volunteer versus employee) in
predicting the relevant job attitudes, we found datisfaction of autonomy needs is the most
relevant predictor of job satisfaction and intentemain forpaid employeedn contrast, we
found thatvolunteergderive their job satisfaction and willingness tmeen with the
organization primarily from their satisfaction @latedness needs on the job. Thus, the results
offer empirical evidence for Hypothesis 4.

General Discussion

We found that intrinsic need satisfactio¢D& Ryan, 1985b, 2000; Ryan & Deci,

2000) on the job, particularly satisfaction of angmy needs and relatedness needs, is
relevant to volunteers’ job satisfaction and thetentions of remaining a volunteer with the
volunteer organization. When examining the effe¢tatrinsic need satisfaction on the job
among volunteers more closely, our results reveald@dference between volunteers and
employees. That is, we found thmtid employeeprimarily derive their job satisfaction and
willingness to stay with the organization from theatisfaction of autonomy needs on the job,

while volunteergorimarily consider satisfaction of relatedness semdthe job relevant to



Managing the volunteer organization 151

their satisfaction with their job and their intemts of remaining with the organization. We
will now elaborate upon how these findings contiébto the literature and previous research
on organizational behavior.

Theoretical implications

First of all, in our analysis of intrinsieed satisfaction and work related outcomes (i.e.,
job satisfaction, intent to remain) among volunsegre found that different types of need
satisfaction can have independent roles in predjatiork-related outcomes as dependent
upon social conditions. That is, in contrast tovpas research (e.g., Baard et al., 2004; Deci
et al., 2001) that has addressed intrinsic neésfaetion as a single and more global
construct, we addressed theependentontribution of satisfaction of autonomy needs,
competence needs, and relatedness needs on timegjaalicting work-related outcomes. In
the situation of volunteer work, where job standaadd evaluation criteria are unclear, and
where performance evaluations are infrequent on @em-existent, we predicted
and found that satisfaction of autonomy and relaésd needs are more relevant to job
satisfaction and intentions of remaining with tmgamization than satisfaction of competence
needs. As our research points out that satisfacfi@utonomy needs, competence needs, and
relatedness needs can instigate differential effentwork-related outcomes, these results
indicate that avenues for further research on welikted outcomes can be explored by
addressing the types of intrinsic need satisfadgtidependently from each other.

Second, our research suggests that the iaegiemal experiences of volunteers are
different from the organizational experiences atipamployees, presumably as a result of
differences in the organizational conditions in efhthe types of workers work. That is, even
though the jobs they performed for the organizatiene quite similar, we found that
volunteergorimarily derive their job satisfaction and intéatremain with the organization

from their satisfaction afelatednessieeds on the job. By contrapgid employeesonsider
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satisfaction ohutonomyneeds the most important predictor of job satisgfacand

willingness to stay. These results converge tatmelusion that the factors that contribute to
the work motivation and job attitudes of volunteedeed should be examined with the
understanding that the volunteer workforce is akfarce in itself with its own specific job
design (Boezeman & Ellemers, 2007, 2008; Pearc®3;10idron, 1983).

Finally, researchers (Boezeman & Elleme@972 Dailey, 1986; Farmer & Fedor, 2001,
Meijs, 1997; Pearce, 1993; Wilson, 2000) have nitatthere still is much to learn about the
organizational behavior of volunteers. Indeed, @osed to the research on the
organizational behavior of paid workers, only a fgwdies on the organizational behavior of
volunteers exist (even though we have noted tleabtbanizational behavior of volunteers
needs to be examined in its own right). We haveested the job satisfaction of volunteers,
which to date has received only minor attentioermpirical research (Galindo-Kuhn &
Guzley, 2001), and found that the conceptual fraarkwf Deci and Ryan (1985b, 2000;
Ryan & Deci, 2000) regarding intrinsic need satistan on the job is relevant to predicting
and enhancing job satisfaction and intent to reraaiong volunteers.

Implications for volunteer organizations

Our results in line with the conceptual feamork of Deci and Ryan (1985b, 2000; Ryan
& Deci, 2000) regarding intrinsic need satisfact@mmthe job provides 2 avenues through
which volunteer organizations can address the gtisfaction and tenure of their volunteers.
That is, our results suggest that the satisfacfautonomy needs as well as the satisfaction
of relatedness needs have the potentialdependently from each othelicit job satisfaction
and intentions of remaining with the organizatiomoag volunteers. Indeed, in this way our
results complement and extend previous suggedi#ogs Baard et al., 2004) about how
organizations can address intrinsic need satisiacih the job as a way to improve their

human resource policy, as these suggestions oolyséal on enhancirgjobal intrinsic need
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satisfaction on the job as a way to enhance engagfenith the organization among workers.

Satisfaction of relatedness needs on theweér job involves experiencing that one
gets along well with the people at work and workam environment amongst friends.
Volunteers are often recruited through their inéespnal networks (Pearce, 1993), meaning
that one is asked to become a volunteer with theénteer organization by for instance a
family member, a friend, or a colleague (see alsezZz@man & Ellemers, in press). As this
mechanism of recruitment — in one way or anothisralready active in most volunteer
organizations, volunteer organizations may do weelét newly recruited volunteers work
side by side the volunteers that recruited thenthiwway, volunteer organizations are likely
to, in an integral fashion, promote satisfactiomeshtedness needs among the already active
volunteers as well as among the new volunteerghiegtrecruited. Satisfaction of autonomy
needs involves the experience that one can haag ia $iow the volunteer job gets done, is
free to express ideas and opinions on the voluféeand has much opportunity to decide
for oneself how to go about the volunteer work. ¢&enn order to induce satisfaction of
autonomy needs among volunteers, volunteer codadgaan for instance consult volunteers
and inquire about how they experience their johd,taen — when relevant — act upon their
suggestions about how the operation of the volurtteganization can be improved or let
them choose tasks that best suit their capabilities

In this research, we regarded satisfactfautonomy needs and relatedness needs as
independent constructs, and indicated that the ooegs of intrinsic need satisfaction are
likely to impact independently from each other atuwnteers’ job satisfaction and intent to
remain a volunteer with the volunteer organizatibime results corroborated this argument,
with the implication that volunteer organizatiodg|jending on their unique organizational
circumstances) can focus on either enhancing aatish of autonomy needs, relatedness

needs, or both, in their efforts to enhance jolsfattion and intent to remain among their
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volunteers.
Limitations of the present research

A limitation of the research reported isttih@xamined correlational data from
crosssectional self-reports obtained among a velgtsmall sample of people working in a
single volunteer organization. However, in analgine results we attempted to examine
whether this influenced the results we obtainerstfaf all, we found indications that the
results that we obtained reflect meaningful retsibetween the hypothesized constructs.
That is, when we addressed the possibility of commethod variance, we found that a 1-
factor measurement model did not fit the data, m@kiless likely that the observed relations
stem from a methodological bias (cf. Podsakoffl.e2803). Also, our interpretation of the
data not only reflect the causal relationships psegl in the theoretical framework that we
used (Deci & Ryan, 1985b, 2000; Ryan & Deci, 20001, is also consistent with previous
research findings (e.g., Baard et al., 2004; Deal.e2001). Finally, in our statistical analysis
we have addressed the possibility that the caetations between the model variables (see
Fig 1.) might be different, but alternative modatsounted less well for the present data. As
such, despite its limitations, we think this reskaoffers an interesting and important first
step into examining and addressing the job attgude/olunteers, even though the robustness
of our findings should be cross-validated in futtegsearch that uses additional methodologies
and examines a broader range of volunteers woikidgferent organizations.

A second limitation of the present reseasdihat we compared the effects of intrinsic
need satisfaction on the job among volunteers gguaid employees in a relatively small
matched sample. However, in examining this samgleware able to control for confounding
organizational variables that tend to plague tiseaiech on the job attitudes of volunteers
versus paid employees (see for a discussion LiathT2001). That is, our research is the

first that we know of to contrast volunteers wigigworkers performingdentical work
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within thesame organizatiom whichno formal hierarchical differencdsetween the worker
types were present. As such, despite the relatsrelgll sample, the results certainly
contribute to the research on differences and aiitids between volunteers and paid
employees and provide new insights in this rel&fimew area of research.

Suggestions for further research

This present work has outlined several sstyges for further research. First of all, the
factors that contribute to the job satisfactiovolunteers need further attention. It is of
particular interest to examine in which way factirat are presumed to predict job
satisfaction have comparable and differential eéféetween volunteers and paid workers.
Further, our research shows that satisfaction wfremmy needs, competence needs, and
relatedness needs as components of intrinsic raisfiestion can be addressed separately for
testing specific hypotheses (see also Baard €2G@04). Hence, researchers can examine
differential effects of satisfaction of autonomyeds, competence needs, and relatedness
needs with regard to work motivation, job attitudasd work-related outcomes across work
domains.

For now, we have shown that intrinsic nesiikfaction (Deci & Ryan, 1985b, 2000;
Ryan & Deci, 2000) on the job can help addressexanine volunteers’ job satisfaction and
intentions of staying a volunteer at the servicéhefvolunteer organization as well as that it
provides an insight in differences in predictorgatif attitudes among volunteers versus paid

employees.
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Nederlandse Samenvatting
Vrijwilligerswerk is werk in enig georganiseerd fsand, onverplicht en onbetaald, ten
behoeve van anderen en/of de samenleving (0.asM&P7). Verspreid over verschillende
sectoren (zie bijvoorbeeld Bekkers & Boezemanpégse) dragen vrijwilligers op positieve
wijze bij aan de Nederlandse samenleving. Zo bijweeld collecteren vrijwilligers om
onderzoek te financieren gericht op het tegengaarkanker, begeleiden vrijwilligers
vrijetijdsactiviteiten voor verstandelijk gehanditan en werken vrijwilligers in
voedselbanken die voedsel verstrekken aan mensatatinodig hebben. Omdat
vrijwilligerswerk onbetaald en onverplicht is hebb@rganisaties die steunen op vrijwilligers
vaak moeite met het aansturen van, en omgaan njeflligers en daaraan gerelateerd
organisatiebeleid (vrijwilligersbehoud, vrijwilliggwerving en het tevreden stellen en houden
van vrijwilligers). De wetenschappelijke literatuawer gedrag in organisaties heeft altijd veel
aandacht besteed aan organisatiegedrag van betaattisverkers, aan organisatiegedrag van
vrijwilligers is (veel) minder aandacht besteedaer kennis erover is maatschappelijk en
theoretisch gezien zeer nodig. Vrijwilligersorgatiss zijn organisaties waar vrijwilligers
zowel de koers van de organisatie bepalen alstdeanende taken in overeenstemming met
de missie van de organisatie uitvoeren (Meijs, J9B€éze organisaties verlenen hun diensten
op basis van vrijwillige (onbetaalde) inzet van semdie zij geen materiele vergoeding in
ruil voor hun inzet kunnen geven. Wat kan je alpwitigersorganisatie doen om mensen te
interesseren om als vrijwilliger bij de organisagegaan werken (vrijwilligerswerving)? Hoe
kan je er als vrijwilligersorganisatie voor zorg#at mensen bij de vrijwilligersorganisatie
vrijwilliger willen blijven (vrijwilligersbehoud)Hoe zorg je er als vrijwilligersorganisatie
voor dat vrijwilligers tevreden zijn en blijven mietin werk als vrijwilliger (bevorderen van
de arbeidstevredenheid)? Vanuit de sociale en ma@epsychologie heeft deze dissertatie

aandacht besteed aan deze vragen van vrijwilligéegb De sociale en
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organisatiepsychologie is het onderzoeksveld vauldémrken, voelen en doen (gedrag) van
mensen in, en onder invloed van, groepen en orgiiess Het theoretisch kader gebruikt is

het model van trots en respect (Tyler, 1999; Tgl@lader, 2000) zoals gebaseerd op de
sociale identiteitstheorie van Tajfel en Turnerq@p

Het model van trots en respect

De sociale identiteitstheorie (Tajfel & Turner, PZie ook Ashforth & Mael, 1989) stelt dat
mensen het beeld van wie zij zijn mede invullen darhand van de groepen en organisaties
waar zij deel van uitmaken, en dat voorzover hdfbeeld positief wordt beinvlioedt als
gevolg van het lidmaatschap van de organisatie ememeer begaan zijn met de organisatie.
In het verlengde van de sociale identiteitsthe¢figfel & Turner, 1979) hebben Tyler en
Blader (Tyler, 1999; Tyler & Blader, 2000) geredertdat wanneer medewerkers gevoelens
van trots (het idee dat men deel uitmaakt van eganisatie die zich positief onderscheidt),
maar ook respect (het idee dat men wordt gewaatdsserdeelnemer aan de organisatie),
ervaren zij meer begaan zijn met hun organisatietsTen respect zijn dus evaluaties ten
aanzien van de organisatie waartoe men behoonyaemeer zij aanwezig zijn dragen zij
positief bij aan het zelfbeeld waardoor men als emextker meer psychologisch en
gedragsmatig begaan is met de organisatie.

Verschillende onderzoeken onder (betaalde) medere(Ryler, 1999; Tyler & Blader,

2000, 2001, 2002; Fuller et al., 2006) tonen d#sten respect onder andere bijdragen aan de
de betrokkenheid bij de organisatie, een gevoeleeumeid met de organisatie, het
voornemen om bij de organisatie te blijven en inertgunste van de organisatie. Onder
medewerkers kunnen gevoelens van trots en respsapiniet-materiéle wijze de

begaanheid met het werk en de organisatie bevordet@ar geldt dat ook in het geval van
vrijwilligers, gaat het model van trots en respdatler, 1999; Tyler & Blader, 2000) ook op

voor vrijwilligers? En kunnen trots en respect @ryl1999; Tyler & Blader, 2000) een
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bijdrage leveren in zaken als vrijwilligersbehoudjwilligerswerving en het tevreden stellen
en houden van vrijwilligers? En aan welke aspegtende vrijwilligerswerkervaring zouden
vrijwilligers dan gevoelens van trots en respegidil, 1999; Tyler & Blader, 2000) kunnen
ontlenen?

Hoofdstuk 2

Trots, respect, en de begaanheid met de vrijwiliigeganisatie van vrijwilligers

In een eerste verkennende studie (hoofdstuk 2)dmete onderzocht of onder vrijwilligers
gevoelens van trots en respect een rol spelen liegaanheid met de vrijwilligersorganisatie,
en aan welke aspecten van de vrijwilligerswerkengabij de vrijwilligersorganisatie
vrijwilligers gevoelens van trots en respect zouklenmnen ontlenen. In deze studie hebben we
ook meetinstrumenten ontwikkeld en getoetst vobnteten van trots en respect onder
vrijwilligers. Dit onderzoek is uitgevoerd onder 88jwilligers in de fondsenwerving actief
VOoor een organisatie gericht op het tegengaan aakek.

We verwachtten dat wanneer vrijwilligers meer nbébben van het nut van hun inzet
zoals gerelateerd aan de missie van de organ{@a&@mee de organisatie zich positief
onderscheidt) zij reden hebben om trots te ontle@@nhun deelname aan de
vrijwilligersorganisatie als vrijwilliger, en verigens meer betrokken zijn bij hun
vrijwilligersorganisatie. Tegelijkertijd verwachtteve dat wanneer vrijwilligers zich gesteund
voelen door hun organisatie (het idee hebben datghmnisatie ook voor hen klaarstaat,
anders dan dat ze zich enkel richt op het nastrearrhaar missie en/of het helpen van de
doelgroep van de organisatie), zij zich gerespedteeelen als vrijwilliger en vervolgens
meer betrokken zijn bij hun organisatie.

Betrouwbaarheidsanalyses en confirmatieve facttysestoonden dat de door ons
ontwikkelde instrumenten geschikt waren voor hetem&an trots en respect onder

vrijwilligers. Vervolgens toonden de resultaten dajwilligers meer betrokken zijn bij hun
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vrijwilligersorganisatie naarmate zij trots ervambasis van de waarneming dat hun inzet
nut heeft ten aanzien van de missie van de vrigeitsorganisatie en daaraan gerelateerd het
helpen van de doelgroep van de organisatie. Dastrit@@nden de resultaten ook dat
vrijwilligers meer betrokken zijn bij hun vrijwiljjersorganisatie naarmate de
vrijwilligersorganisatie haar vrijwilligers ondeestning biedt in het vrijwilligerswerk, omdat
dit onder vrijwilligers gevoelens van respect varkdnt van de vrijwilligersorganisatie
bevordert.

Aldus toonde het eerste verkennende onderzoekatatden respect relevant zijn voor
de psychologische begaanheid met de vrijwilligegaarsatie van vrijwilligers, dat ze een rol
spelen in vrijwilligersbehoud (omdat ze betrokkddhe bevorderen), en dat
vrijwilligersorganisaties er mogelijk goed aan zenddoen om naar vrijwilligers toe te
communiceren over het nut van hun (goede) werkszgatelateerd aan de missie van de
vrijwilligersorganisatie en het helpen van de doségp van de vrijwilligersorganisatie (omdat
dit trots en vervolgens betrokkenheid bij de vrijigersorganisatie stimuleert) en er goed aan
zouden doen om aandacht te geven aan vrijwilligerde vorm van ondersteuning bij het
vrijwilligerswerk (omdat dit respect en vervolgehstrokkenheid bevordert). Deze eerste
algemene resultaten hebben we verder uitgewergeealideerd in additioneel en verdiepend
onderzoek.

Hoofdstuk 3

Trots, respect, en de betrokkenheid bij de vrijgeitsorganisatie van vrijwilligers

Op basis van de resultaten uit eerste verkenndndeghoofdstuk 2) hebben we vervolgens
(hoofdstuk 3) in het kader van vrijwilligersbehasjecifiek onderzocht of en hoe onder
vrijwilligers gevoelens van trots en respect bigla aan de betrokkenheid bij de
vrijwilligersorganisatie en het voornemen om vrijiger bij de vrijwilligersorganisatie te

blijven. Ook hebben we in meerdere en verschillggden vrijwilligersorganisaties
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onderzocht aan welke aspecten van de vrijwilligerkervaring vrijwilligers gevoelens van
trots en respect ontlenen, zoals relevant voowiltiggersbehoud.

Medewerkers kunnen op verschillende manieren kietrozijn bij hun organisatie, en
Allen en Meyer (1990) onderscheiden daarin affgetieetrokkenheid,
continuiteitsbetrokkenheid en normatieve betrokk@hhAffectieve betrokkenheid (Allen &
Meyer, 1990) staat voor emotionele verbondenheide®e organisatie, waarbij men zich
bijvoorbeeld als een deel van de familie bij deamigatie voelt en de organisatie
gevoelsmatig veel waarde toekent. Normatieve bkéoteid (Allen & Meyer, 1990) staat
voor verbondenheid met een organisatie op basie®arverantwoordelijkheidsgevoel jegens
de organisatie, hierbij voelt men zich bijvoorbegéttoepen om zich in te zetten voor de
organisatie omdat men de missie van de organisatianorele waarde toekent.
Vrijwilligerswerk is vaak incidenteel werk (bv. epaar uurtjes per week) waarbij
vrijwilligers slechts incidenteel contact hebbent tmegn vrijwilligersorganisatie en
medevrijwilligers (Pearce, 1993), hierdoor kan eprotionele band met organisatie en
medevrijwilligers moeilijk vorm krijgen. Gezien datijwilligerswerk morele
verantwoordelijkheid en begaanheid met de maatgihapergeeft (0.a. Chaan & Cascio,
1999), verwachtten we dan ook wat betreft de vaalspde waarde van affectieve versus
normatieve organisatiebetrokkenheid dat normatoeganisatiebetrokkenheid, meer dan
affectieve organisatiebetrokkenheid, invioed zobbe® op het voornemen om vrijwilliger bij
de vrijwilligersorganisatie te blijven. Continuitsdetrokkenheid (Allen & Meyer, 1990) geeft
verbondenheid met een organisatie weer op basisefaicalculatieve kosten- en baten
analyse, men voelt zich verbonden met de orgaaisatidat men bij het verlaten van de
organisatie ongewenste kosten maakt, maar dezie vars betrokkenheid is gezien het niet-
materiéle karakter van vrijwilligerswerk niet ecbtevant voor vrijwilligers (Dawley,

Stephens, & Stephens, 2005; Liao—Troth, 2001; StepDawley, & Stephens, 2004) en
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hebben we daarom niet verder in het onderzoek amgen.

De eerste vragenlijststudie (hoofdstuk 3, StudigelJaan onder 170 fondsenwervende
vrijwilligers werkzaam voor een organisatie geriopthet tegengaan van, en voorlichting
geven over, diabetes toonde op basis van SEM-asalgsultaten in overeenstemming met
de verwachtingen. Zoals voorspeld, en gevondemd&o de resultaten dat vrijwilligers die
trots en respect als vrijwilliger ervaren meer etiitesf en normatief betrokken zijn bij hun
vrijwilligersorganisatie, hetgeen overeenkomt meteksultaten uit de verkennende studie
(hoofdstuk 2). Ook zoals voorspeld, en gevondemmden de resultaten dat trots en respect
bijdragen aan het voornemen om bij de vrijwilligeganisatie te blijven via de
organisatiebetrokkenheid van vrijwilligers, en zoaborspeld en gevonden, via normatieve
organisatiebetrokkenheid. Affectieve organisatiedlétenheid bleek geen significante
voorspeller van het voornemen om vrijwilliger bg drijwilligersorganisatie te blijven, en is
onder vrijwilligers mogelijk relevant(er) voor anméevormen van begaanheid met de
vrijwilligersorganisatie en gedragingen ten gunste de vrijwilligersorganisatie.

Vervolgens hebben we onder verschillende typgwiigersorganisaties aan de hand
van vragenlijsten onderzocht of, en hoe, trotsespect bijdragen aan de affectieve en
normatieve organisatiebetrokkenheid van vrijwiltiggeDe eerste organisatie was een
vrijwilligersorganisatie die opkomt voor de belang&n gehandicapten, en 173
fondsenwervende vrijwilligers van deze vrijwilligarganisatie namen deel aan het
onderzoek. Naar schatting van de vrijwilligersoiigatie had bij benadering de helft van de
vrijwilligers indirect op instrumentele wijze prgfivan de activiteiten en het bestaan van de
vrijwilligersorganisatie, in de zin dat vrijwillige zich soms ook inzetten voor de organisatie
vanwege een gezins- of familielid met een handibegptweede organisatie was een
vrijwilligersorganisatie die waterprojecten in ofitkelingslanden faciliteert, en 164

fondsenwervende vrijwilligers van deze vrijwilligarganisatie namen deel aan het
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onderzoek. De vrijwilligers van deze organisatidden geen instrumenteel profijt van hun
activiteiten als vrijwilliger voor de vrijwilligersrganisatie, ze hadden geen familieband met
de doelgroep van de organisatie. Het ervaren muheavrijwilligerswerk ten aanzien van de
missie en doelgroep van de vrijwilligersorganisagbben we gemeten als voorspeller van
trots, en vervolgens affectieve en normatieve degaiebetrokkenheid. Ervaren taakgerichte
en sociaal-emotionele ondersteuning hebben we genaést voorspellers van respect, en
vervolgens affectieve en normatieve organisatiel&enheid.

Zoals verwacht, en gevonden, toonden de resultetelerom dat vrijwilligers die
trots en respect als vrijwilliger ervaren meer etiitesf en normatief betrokken zijn bij hun
vrijwilligersorganisatie. Daarnaast toonden de Itesen, zoals verwacht, dat wanneer
vrijwilligers ervaren dat hun inzet nut heeft texnaien van de missie en doelgroep van de
organisatie, zij zich trots voelen en vervolgersdifef en normatief betrokken zijn bij hun
vrijwilligersorganisatie. Langs een andere weg tteande resultaten, zoals verwacht, dat
wanneer vrijwilligers ervaren dat hun vrijwilligenganisatie zich ook voor hen inzet door het
verlenen van taakgerichte en emotionele onderstguijens het vrijwilligerswerk, zij zich
gerespecteerd voelen en vervolgens affectief ematoef betrokken zijn bij hun
vrijwilligersorganisatie. Deze resultaten tonen wats en respect de betrokkenheid van
vrijwilligers in verschillende typen vrijwilligergganisaties kunnen bevorderen, en dat het
ervaren nut van het vrijwilligerswerk (als voordpelan trots) en verleende ondersteuning
(als voorspeller van respect) daarin een belaregrgk spelen.

Samengevat tonen de resultaten van hoofdstuk 2ZantBots en respect belangrijk
zijn voor vrijwilligersbehoud, dat vrijwilligersoanisaties ze kunnen sturen (door het
benadrukken van het nut van het vrijwilligerswenkd®or ondersteuning voor vrijwilligers te
faciliteren), en dat ze onder vrijwilligers orgaatiebetrokkenheid en het voornemen om bij

de organisatie vrijwilliger te blijven bevorderen.
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Hoofdstuk 4
Trots, respect en het werven van vrijwilligers

We hebben onderzocht (Hoofdstuk 4) of, en hoés & respect (Tyler, 1999; Tyler
& Blader, 2000) bij kunnen dragen aan het wervemwgwilligers. Bij vrijwilligerswerving
gaat het erom om de vrijwilligersorganisatie als aantrekkelijke werkgever aan niet-
vrijwilligers te presenteren om ze te interessen@nvrijwilligerswerk bij de
vrijwilligersorganisatie te gaan doen. Voor vrijigersorganisaties is de werving van nieuwe
vrijwilligers een continu aandachtspunt, en vrijiggrsorganisaties hebben in de regel veel
behoefte aan vrijwilligers (Farmer & Fedor, 200&aRce, 1993). Daarnaast is het zo dat er
nog zeer weinig wetenschappelijk onderzoek is gedaar de werving van vrijwilligers. In
een serie experimenten hebben we onder niet-viigets (mensen die geen vrijwilliger bij de
wervende vrijwilligersorganisatie zijn) onderzodctitverwachte gevoelens van trots en
respect als vrijwilliger bijdragen aan de waargeanraantrekkelijkheid van de
vrijwilligersorganisatie om als vrijwilliger actiefoor te zijn en de daadwerkelijke bereidheid
om zich als vrijwilliger in te zetten voor de vripigersorganisatie. Hierbij hebben we ook
onderzocht welke aspecten van de vrijwilligersoiggtie en de vrijwilligerswerkervaring
verwachte trots en respect en beoogde uitkomsterrékkelijkheid van de
vrijwilligersorganisatie als werkgever, bereidhei zich als vrijwilliger voor de
vrijwilligersorganisatie in te zetten) bevorderen.

In overeenstemming met de signaaltheorie (Spdr®83) hebben onderzoekers (vb.,
Ehrhart & Ziegert, 2005; Rynes, 1991; Turban, 200drpan & Cable, 2003) geredeneerd dat
mensen een indruk vormen van organisaties doaleuiformatie die zij over de organisatie
hebben kenmerken van de organisatie af te leidarsn®ss en collega’s (2002) hebben
geredeneerd dat niet-deelnemers aan een organiaatieenmerken van een organisatie

verwachte gevoelens van trots en respect als daeeln@an de organisatie afleiden. Op basis
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hiervan hebben we geredeneerd en onderzocht of aretevrijwilligers verwachte gevoelens
van trots en respect bijdragen aan de waargenoardgreikelijkheid van, en bereidheid tot
deelname aan, de vrijwilligersorganisatie. In ditl&r hebben we informatie over het succes
van de organisatie en aanwezige ondersteuningwwilligers onderzocht als voorspellers
van respectievelijk verwachte trots en respectdjsilliger.
en informatie over deze organisatie hebben we grarover de onderzoekscondities,
waarbij we de vrijwilligersorganisatie presenteerdés een bestaande organisatie (de Dak- en
Thuislozen Voorzieningen Organisatie, een orgai@gpdricht op het verlenen van hulp aan
dak- en thuislozen).
Het succes van de vrijwilligersorganisatie, verwigctiots als vrijwilliger en de
aantrekkelijkheid van de vrijwilligersorganisatie

In overeenstemming met de sociale identiteitsibgdiajfel & Turner, 1979) hebben
onderzoekers (e.g., Ehrhart & Ziegert, 2005; C&blaurban, 2003; Turban & Greening,
1996; Turban & Cable, 2003) geredeneerd dat megrsag deel uitmaken van een
succesvolle organisatie, omdat deelname aan egalijle organisatie bijdraagt aan een
positieve sociale identiteit. Onderzoek (Turban &f&, 2003; Turban & Greening, 1996)
onder (betaalde) medewerkers toont inderdaad dagpigatie van een organisatie bijdraagt
aan het aantal (betaalde) medewerkers dat bijrdencsatie wil werken (Turban & Greening,
1996) en dat verwachte trots als werknemer bijceenmerciéle organisatie onder mensen op
zoek naar (betaald) werk bijdraagt aan de inzebpulie organisatie een baan te krijgen
Cable & Turban, 2003). In overeenstemming hiernedobn we geredeneerd dat, en
onderzocht of, onder niet-vrijwilligers verkregeriarmatie over het succes van de
organisatie bijdraagt aan verwachte trots als vtiger en vervolgens de ervaren

aantrekkelijkheid van de vrijwilligersorganisatimals vrijwilliger voor te werken.
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Tegelijkertijd hebben we geredeneerd dat, en ondbtaf, informatie over de succesvolheid
van de vrijwilligersorganisatie vrijwilligerswervinnegatief beinvlioedt. Immers, wanneer
niet-vrijwilligers het idee hebben dat een vrijywgkrsorganisatie het al goed doet wat betreft
het nastreven van haar missie en helpen van hatgrdep kunnen zij ook denken dat zij
minder nodig zijn als vrijwilliger voor die vrijwlilgersorganisatie. Dit komt overeen met een
eerdere onderzoeksbevinding, waarbij onderzoekesbdr & Ackerman, 1998) vonden dat
mensen dachten dat zij minder nodig waren als Wliger in de fondsenwerving wanneer zij
het idee hadden dat de vrijwilligers die de fonaganwing voor de vrijwilligersorganisatie
deden voldoende fondsen wisten binnen te halen.

Het eerste experiment toonde dat niet-vrijwillgerch niet meer trots als vrijwilliger
verwachten te voelen, of een vrijwilligersorganisais aantrekkelijker als werkplek zien,
wanneer zij denken dat de vrijwilligersorganisatiecesvol is (verwachte trots als
vrijwilliger droeg op zichzelf staand wel bij aaa drvaren aantrekkelijkheid van de
vrijwilligersorganisatie om als vrijwilliger actiefoor te zijn). Aan de andere kant bleek het
wel zo te zijn dat wanneer niet-vrijwilligers eenjwilligersorganisatie als succesvol zien zij
minder het idee hebben dat zij bij die vrijwilligerganisatie nodig zijn als vrijwilliger.
Benadrukken dat een vrijwilligersorganisatie sugoks heeft volgens de
onderzoeksresultaten dus een negatieve impactjopligerswerving, het genereert onder
niet-vrijwilligers geen verwachte gevoelens vandnmaar zorgt ervoor dat men denkt dat
men weinig nodig is als vrijwilliger bij de vrijwlibersorganisatie.

Ondersteuning van de vrijwilligersorganisatie, vachite respect als vrijwilliger en de
aantrekkelijkheid van de vrijwilligersorganisatie

In overeenstemming met de eerdere onderzoekerfdsta&ken 2 en 3) hebben we
geredeneerd dat, en onderzocht of, informatie omdersteuning voor vrijwilligers bijdraagt

aan vrijwilligerswerving middels een effect op vachte respect als vrijwilliger onder niet-
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vrijwilligers. Tegelijkertijd hebben we geredeneelat, en onderzocht of, ondersteuning van
de vrijwilligersorganisatie een negatief effectfihi@ezake vrijwilligerswerving, in de zin dat
het de waargenomen efficiéntie van de vrijwilligeganisatie negatief kan beinvioeden.
Wanneer niet-vrijwilligers het idee hebben dat eewilligersorganisatie weinig efficiént is

in het helpen van haar doelgroep, omdat zij middeteor het helpen van de doelgroep
aanwendt om vrijwilligers ondersteuning in hetwiiligerswerk te kunnen verlenen (hetgeen
vrijwilligers als inefficiént kunnen zien, zie Handl988), kan dit een negatieve impact
hebben op de ervaren aantrekkelijkheid van de Wig@rsorganisatie om als vrijwilliger
actief voor te zijn.

Het eerste experiment toonde dat niet-vrijwillgerch meer gerespecteerd als
vrijwilliger verwachten te voelen en vervolgens eejwilligersorganisatie als
aantrekkelijker als werkplek zien wanneer de viljgersorganisatie voor vrijwilligers klaar
staat met ondersteuning. Aan de andere kant bleteak zo te zijn dat niet-vrijwilligers een
vrijwilligersorganisatie als minder efficiént ziemanneer de vrijwilligersorganisatie middelen
aanwendt voor ondersteuning van vrijwilligers, mdair heeft geen effect op de
aantrekkelijkheid van de vrijwilligersorganisatimals vrijwilliger actief voor te zijn.
Benadrukken dat men als vrijwilligersorganisati& &taar staat voor de vrijwilligers, naast
het nastreven van de missie van de organisatietevellenen van hulp aan de doelgroep,
heeft dus een positieve impact op vrijwilligerswagzomdat het onder niet-vrijwilligers
verwachte gevoelens van respect als vrijwilligerageert en vervolgens bijdraagt aan de
ervaren aantrekkelijkheid van de vrijwilligersorgsatie om als vrijwilliger actief voor te zijn.
Aan dit inzicht hebben we verder aandacht beste@deixtra experimenten.

Ondersteuning van de vrijwilligersorganisatie end@erijwilligers, verwachte respect als
vrijwilliger en de aantrekkelijkheid van de vrijlgersorganisatie

Sociale contacten zijn voor vrijwilligers een bedajke reden voor het gaan en blijven
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doen van vrijwilligerswerk (o.a., Clary et al., B3%alindo-Kuhn & Guzley, 2001), terwijl

de relatie die vrijwilligers met hun vrijwilligersganisatie hebben ook van belang is voor hun
begaanheid met de vrijwilligersorganisatie (zi#dgrbeeld hoofdstukken 2 en 3). Aldus
hebben we geredeneerd dat, en onderzocht of, iaf@raver ondersteuning van de
vrijwilligersorganisatie onder niet-vrijwilligerserwachte gevoelens van respect van de kant
van de vrijwilligersorganisatie bewerkstelligt eervolgens bijdraagt aan de notie van de
aantrekkelijkheid van de vrijwilligersorganisatimals vrijwilliger actief voor te zijn.
Daartegenover hebben we geredeneerd dat, en ooteofpinformatie over ondersteuning
van medevrijwilligers onder niet-vrijwilligers veeghte gevoelens van respect van
medevrijwilligers bewerkstelligt en of dit bijdraagan de ervaren aantrekkelijkheid van de
vrijwilligersorganisatie als werkplek.

De resultaten toonden dat niet-vrijwilligers veolten zich door de
vrijwilligersorganisatie gerespecteerd te voelenailjwilliger en de vrijwilligersorganisatie
als aantrekkelijk zien om vrijwillig actief voor #&jn, op basis van informatie dat de
vrijwilligersorganisatie haar vrijwilligers ondeestning in het vrijwilligerswerk biedt. Aan de
andere kant toonden de resultaten dat niet-vrigyeits verwachten zich door
medevrijwilligers gerespecteerd te voelen op beaisinformatie dat zij elkaar onderling
steunen binnen de vrijwilligersorganisatie, maahdd geen impact op de ervaren
aantrekkelijkheid van de vrijwilligersorganisatimals vrijwilliger actief voor te zijn.

Aldus tonen de resultaten wederom dat informater ondersteuning van de
vrijwilligersorganisatie inzake vrijwilligerswervagnvoor niet-vrijwilligers relevant is voor een
positieve evaluatie ten aanzien van de vrijwillgggganisatie. In een vervolgexperiment
hebben we daarom aandacht besteed aan verschillenden van ondersteuning die binnen
een vrijwilligersorganisatie verleend kunnen worden vrijwilligers, en aandacht besteed

aan de daadwerkelijke bereidheid van niet-vrijgdts om zich in te zetten voor de
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vrijwilligersorganisatie.
Taakgerichte en emotionele ondersteuning, verwaesgect als vrijwilliger en de
aantrekkelijkheid van, en bereidheid tot deelnamue, ae vrijwilligersorganisatie

We hebben onderscheid gemaakt tussen taakgeeichamotionele ondersteuning die
binnen een vrijwilligersorganisatie verleend kunmerden aan vrijwilligers (o.a., Clary,
1987; Galindo-Kuhn & Guzley, 2001; Gidron, 1983),veaar bestaande vrijwilligers
begaanheid met hun vrijwilligersorganisatie aanemn (zie hoofdstukken 2 en 3).
Taakgerichte ondersteuning is erop gericht om viigers bij te staan met middelen die het
uitvoeren van hun taken vergemakkelijken, zoals/bettrekken van een handboek waarin de
taken van de vrijwilliger staan omschreven. Ematlerondersteuning is erop gericht om
vrijwilligers zich beter te laten voelen in hetjwilligerswerk en over henzelf, bijvoorbeeld
vrijwilligers bemoedigen wanneer zij geconfronteeiatden met teleurstellingen in het
vrijwilligerswerk. We hebben geredeneerd dat, eteomiet-vrijwilligers onderzocht of,
informatie over taakgerichte en emotionele ondarste bijdraagt aan verwachte gevoelens
van respect als vrijwilliger en vervolgens de eevaaantrekkelijkheid van de
vrijwilligersorganisatie om als vrijwilliger actiefoor te zijn, en of dit vervolgens leidt tot de
bereidheid om deel te nemen aan de vrijwilligeraargatie als vrijwilliger.

De resultaten toonden dat niet-vrijwilligers veolige gevoelens van respect als
vrijwilliger ontlenen aan informatie dat een vrijligersorganisatie vrijwilligers taakgerichte
en emotionele ondersteuning verleend, en dateigbor deze vrijwilligersorganisatie als
aantrekkelijk zien om als vrijwilliger actief vote zijn en daadwerkelijk bereid zijn om als
vrijwilliger deel te nemen aan de vrijwilligersorgaatie.

Samengevat tonen de resultaten van de experimdate/erwachte gevoelens van
trots en respect als vrijwilliger relevant zijnhet kader van vrijwilligerswerving, en dat

vrijwilligersorganisaties deze verwachte gevoelemsnen aanspreken onder niet-



Managing the volunteer organization 169

vrijwilligers. Vervolgens hebben we aandacht bedtesn het bevorderen en onderhouden
van de tevredenheid met het vrijwilligerswerk ondgwilligers, een belangrijk punt van
vrijwilligersbeleid (o0.a., Clary et al., 1998), enderzocht of de werkbeleving van
vrijwilligers anders is dan die van betaalde med&ess.
Hoofdstuk 5
Het bevorderen van de tevredenheid met het vrigellswerk onder vrijwilligers, en de
arbeidsbeleving van vrijwilligers versus die varndadde medewerkers

Boezeman, Ellemers en Duijnhoven (zoals gerappattie Ellemers & Boezeman, ter
perse) hebben onder vrijwilligers werkzaam vooegsehillende typen
vrijwilligersorganisaties aangetoond dat trots (doet ervaren nut van het vrijwilligerswerk),
respect van de vrijwilligersorganisatie (door veride ondersteuning) en respect van de
doelgroep van de vrijwilligersorganisatie (door tiete dat de doelgroep de hulp van de
vrijwilligersorganisatie en haar vrijwilligers aqueert en op prijs stelt) bijdragen aan
tevredenheid met het vrijwilligerswerk. Daarnaasblien we aandacht besteed aan de
werkomstandigheden van vrijwilligerswerk en de k@ge daarvan aan tevredenheid met het
vrijwilligerswerk en het voornemen om als vrijwmgér bij de organisatie te blijven werken.

Wanneer mensen vanuit zichzelf gemotiveerd zipr\een activiteit, zoals het doen
van vrijwilligerswerk, dan is het volgens Deci epaR (2000; Ryan & Deci, 2000) zo dat 3
innerlijke behoeftes van mensen de motivatie ontah& uit te voeren kunnen beinvioeden.
Voorzover de sociale omgeving waarin de activitatdt uitgevoerd voorziet in een gevoel
van zelfbepaling, bekwaam zijn in het uitvoeren daractiviteit en verbondenheid met
anderen gedurende de activiteit, dan zal dit bgjensaan de motivatie om de activiteit uit te
voeren en de tevredenheid met het uitvoeren vatilateit (Baard et al., 2004; Deci &
Ryan, 2000; Deci et al., 2001; Gagne & Deci, 20®¥an & Deci, 2000). Aldus hebben we

geredeneerd dat, en onder 105 vrijwilligers werkz&aor een organisatie die
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vrijetijdsactiviteiten voor verstandelijk gehanditan verzorgd onderzocht of, ervaren
voorziening in zelfbepaling en verbondenheid metesen gedurende het vrijwilligerswerk
bijdragen aan tevredenheid met het vrijwilligerskven vervolgens het voornemen om als
vrijwilliger actief voor de vrijwilligersorganisatite blijven. Dit omdat vrijwilligerswerk
wordt gekenmerkt door zelfstandigheid en onafhajkkelid (Meijs, 1997; Pearce, 1993) en
omdat sociale contacten voor vrijwilligers belajigrijn om vrijwilligerswerk te gaan en
blijven doen (o.a., Clary et al., 1998; Galindo-iKu$a Guzley, 2001). Tegelijkertijd hebben
we geredeneerd dat, en onderzocht of, onder viigwiks ervaren bekwaamheid in het
vrijwilligerswerk ten opzichte van ervaren zelfddagheid en verbondenheid met anderen
minder relevant is voor het bewerkstelligen vanmagdenheid met het vrijwilligerswerk en het
voornemen om vrijwilliger bij de vrijwilligersorgasatie te blijven. Dit omdat er in
vrijwilligerswerk weinig tot geen indicatoren zijnopals functioneringsgesprekken, waar
vrijwilligers bekwaamheid aan kunnen afleiden (Fard& Fedor, 1999; Pearce, 1993).

Confirmatieve factoranalyses toonden dat we meé oneetinstrumenten ervaren
zelfbepaling, bekwaamheid en verbondenheid metrandegpart van elkaar konden meten.
Padanalyses toonden vervolgens dat zowel ervatfirepgaling als verbondenheid met
anderen onder vrijwilligers de tevredenheid metvnigwilligerswerk bevorderen en op deze
wijze bijdragen aan het voornemen om als vrijwdligoor de vrijwilligersorganisatie actief
te blijven. Daarnaast toonden de resultaten daheamvrijwilligers hun ervaren zelfbepaling
en verbondenheid met anderen in overweging nengeandren bekwaamheid in het
vrijwilligerswerk zoals voorspeld geen invloed hemh de tevredenheid met het
vrijwilligerswerk en het voornemen om als vrijwgeér voor de vrijwilligersorganisatie actief
te blijven.

Aldus toonden de resultaten dat bevordering eadrekking van zelfbepaling en

verbondenheid met anderen voor vrijwilligers voonedijk van belang zijn voor een gevoel
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van tevredenheid met het vrijwilligerswerk en hebknemen om als vrijwilliger bij de
vrijwilligersorganisatie te blijven. Door dit praafhrift heen (hoofdstukken 2, 3, 4, 5) hebben
we beargumenteerd dat vrijwilligers een arbeidshetehebben die verschillend is van de
arbeidsbeleving van betaalde medewerkers, en agsultjevonden die uniek zijn voor de
situatie van vrijwilligerswerk (zie hoofdstukken4,en 5). In een vervolganalyse hebben we
op empirische wijze de arbeidsbeleving van vrijgéls vergeleken met die van betaalde
medewerkers.

We hebben geredeneerd dat, en onderzocht of |theta@dewerkers hun
werktevredenheid en voornemen om medewerker lyganisatie te blijven voornamelijk
ontlenen aan zelfbepaling in het werk. Dit in teggeting tot vrijwilligers, die volgens onze
redenatie hun werktevredenheid en voornemen omwegller bij de organisatie te blijven
voornamelijk ontlenen aan ervaring van verbondehhet anderen. Dit omdat betaalde
medewerkers zich op basis van hun arbeidsovereestkamder het gezag van de organisatie
plaatsen en vandaar mogelijk meer waarde hechteradfepaling dan vrijwilligers, terwijl
vrijwilligers gezien het karakter van vrijwilligesgerk in de regel al zelfbeschikking hebben
en sociale contacten voor vrijwilligers belangdjin om vrijwilligerswerk te gaan en blijven
doen (o0.a., Clary et al., 1998; Galindo-Kuhn & GyzI2001).

De 27 betaalde medewerkers en 41 vrijwilligerskiesr allen als begeleider van
vrijetijdsactiviteiten voor verstandelijk gehandatan binnen dezelfde
vrijwilligersorganisatie, de betaalde medewerkeegkn salaris enkel op basis van het feit dat
zZij geschoold waren in het begeleiden van de etrdé vrijetijdsactiviteit. Stapsgewijze
regressieanalyses, aangevuld met mediatieanalpaesn & Kenny, 1986), toonden zoals
voorspeld dat betaalde medewerkers hun werktevhedgen voornemen om medewerker bij
de organisatie te blijven voornamelijk ontlenen aalfbepaling, terwijl vrijwilligers hun

werktevredenheid en voornemen om medewerker lmyganisatie te blijven voornamelijk
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ontlenen aan ervaren verbondenheid met anderemegetiuhet werk. Aldus tonen deze
resultaten empirische evidentie dat de werkbelevargvrijwilligers anders is dan die van
betaalde medewerkers.
Conclusie
Conclusie
Deze dissertatie draagt bij aan kennis over gedrégijwilligers)organisaties en heeft voor
vrijwilligersorganisaties kennis ontwikkeld ten gi@ van vrijwilligersbeleid. Hierbij is een
theoretisch kader gebruikt gericht op trots enaesplyler, 1999; Tyler & Blader, 2000) dat
is toegepast op vrijwilligersbehoud (zie ook Boeaer& Ellemers, 2007, 2008a), de werving
van vrijwilligers (zie ook Boezeman & Ellemers, 3&) en het bevorderen van de
tevredenheid met het vrijwilligerswerk (zie de sasdgedaan door Boezeman, Ellemers &
Duijnhoven, zoals gerapporteerd in Ellemers & Boeae, ter perse). Met het theoretisch
kader van Deci en Ryan (2000, Ryan & Deci, 200@gisvullend onder vrijwilligers
onderzoek gedaan naar de bevordering van de tereidiemet het vrijwilligerswerk, en is de
arbeidsbeleving van vrijwilligers gecontrasteerd die van betaalde medewerkers.
Consistent tonen de resultaten 1.) dat ervarindpetavrijwilligerswerk nut heeft ten
aanzien van de missie van de vrijwilligersorgamsan/of de doelgroep van de
vrijwilligersorganisatie onder vrijwilligers bijdegt aan een gevoel van trots op deelname aan
de vrijwiligersorganisatie, 2.) dat wanneer vrijigérs het idee hebben dat de
vrijwilligersorganisatie aandacht aan haar vrijigéirs besteed (in de vorm van het verlenen
van ondersteuning bij het vrijwilligerswerk) zijchi daardoor gerespecteerd voelen, 3.) dat
gevoelens van trots en respect onder vrijwilligezgaanheid met de vrijwilligersorganisatie
bevorderen, 4.) dat verwachte trots en respectr@glliger niet-vrijwilligers ertoe aanzet de
vrijwilligersorganisatie positief te beoordelen as vrijwilliger actief voor te zijn, 5.) dat

ervaren zelfbepaling en verbondenheid met andexdargnde het vrijwilligerswerk onder
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vrijwilligers bijdragen aan tevredenheid met hejwitligerswerk en het voornemen om als
vrijwilliger bij de organisatie actief te blijveen 6.) dat de arbeidsbeleving van vrijwilligers
uniek is en niet gelijk staat aan die van betaalddewerkers.

Vrijwilligersorganisaties die vrijwilligers wensda behouden doen er goed aan onder
vrijwilligers gevoelens van trots en respect (waairty) te bevorderen, omdat gevoelens van
trots en respect onder vrijwilligers bijdragen &atrokkenheid bij de vrijwilligersorganisatie
en het voornemen om vrijwilliger bij de vrijwilliggorganisatie te blijven. Het bevorderen
van gevoelens van trots onder vrijwilligers karvbgrbeeld door naar vrijwilligers te
communiceren dat hun inzet nut heeft wat betrefndesie van de vrijwilligersorganisatie
en/of het helpen van de doelgroep van de vrijweliggprganisatie, bijvoorbeeld in een
magazine voor vrijwilligers. Het bevorderen van @elens van respect onder vrijwilligers
kan bijvoorbeeld door vrijwilligers taakgerichtedmrsteuning te geven in hun
vrijwilligerswerk wanneer nodig en door aandachbésteden aan hoe vrijwilligers hun
vrijwilligerswerk emotioneel ervaren. Dit kan bijdoeeld door vrijwilligers een handboek
behorende bij het betreffende vrijwilligerswerk beschikking te stellen en door vrijwilligers
aan te moedigen in hun vrijwilligerswerk, en aardae besteden aan hun ervaringen,
wanneer relevant (bv. in het geval van collectaxierzich teveel afgewezen voelen op hun
collecterondes).

Vrijwilligersorganisaties die vrijwilligers wensda werven doen er goed aan niet-
vrijwilligers het idee te geven dat zij gerespeadggewaardeerd) zullen worden wanneer zij
als vrijwilliger actief aan de slag gaan bij dgwiiligersorganisatie. Dit kan bijvoorbeeld
door naar niet-vrijwilligers te communiceren datwigwilligersorganisatie, naast het
nastreven van haar missie en/of helpen van de egigyan de vrijwilligersorganisatie,
aandacht heeft voor haar vrijwilligers. Een boodgxgibijvoorbeeld in informatiemateriaal of

bij persoonlijke werving, dat de vrijwilligersorgaatie voor vrijwilligers zorgt doordat ze
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ondersteuning verleent gedurende het vrijwilligeaduykan hierbij van dienst zijn.
Daartegenover wordt vrijwilligersorganisaties atyn het succes van de organisatie, ten
aanzien van het nastreven van de missie van deieagi@ en/of het helpen van de doelgroep
van de organisatie, teveel te benadrukken. Dit oineftaonder niet-vrijwilligers niet bijdraagt
aan verwachte gevoelens van trots als vrijwilligeaar wel leidt tot het idee dat de
vrijwilligersorganisatie minder een behoefte heefh nieuwe vrijwilligers.

Vrijwilligersorganisaties die onder vrijwilligeide tevredenheid met het
vrijwilligerswerk wensen te bevorderen en onderleyydioen er goed aan om —naast onder
vrijwilligers gevoelens van trots en respect tedsderen- vrijwilligers zelfbepaling en
verbondenheid met anderen te laten ervaren inrh@ilirgerswerk. Dit omdat ervaren
zelfbepaling en verbondenheid met anderen ondgviNigers bijdragen aan tevredenheid
met het vrijwilligerswerk en vervolgens het voorreamom als vrijwilliger bij de
vrijwilligersorganisatie actief te blijven. Zelfbaling genereren onder vrijwilligers kan
bijvoorbeeld door vrijwilligers ideeén en suggesti®or verbetering ten aanzien van het
vrijwilligerswerk te laten opperen, en door daan gehoor aan te geven. Verbondenheid met
anderen genereren onder vrijwilligers kan bijvoetdedoor vrijwilligers dichter bij de
doelgroep van de vrijwilligersorganisatie te bremgeoals in een gearrangeerde bijeenkomst
waar vrijwilligers en de doelgroep van de vrijwgdirsorganisatie op informele wijze met
elkaar in contact kunnen treden en bekend kunnedemamet elkaar.

Tabel 1 geeft schematisch weer wat vrijwilligegaorisaties kunnen doen aan
vrijwilligerswerving, het tevreden stellen en hondean vrijwilligers, en vrijwilligersbehoud.
Vrijwilligersorganisaties wordt aangeraden keneisié¢men van deze strategieén en ze te

implementeren in hun vrijwilligersbeleid.
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Tabel 1. Interventies voor vrijwilligersorganisaties

Interventie —»  Psychologisch —»> Psychologische —* “Gedragsmatige”

Proces

begaanheid

begaanheid

Vrijwilligerswerving
(niet-vrijwilligers)

Informatie over
ondersteuning voor
vrijwilligers

Verwachte respect
(waardering) als
vrijwilliger

Perceptie van
vrijwilligersorganisatie
als aantrekkelijk

om als vrijwilliger
actief voor te zijn

Bereidheid om als
vrijwilliger deel te
nemen aan
vrijwilligersorganisatie

Vrijwilligersbehoud
(actieve vrijwilligers)

Nut van het Trots
vrijwilligerswerk
Ondersteuning Respect

voor vrijwilligers (waardering)

van organisatie

Betrokkenheid
bij organisatie
- Normatief

- Affectief

Voornemen om

als vrijwilliger

actief te blijven

bij vrijwiligersorganisatie

Bevorderen tevredenheid met vrijwilligerswerk

(actieve vrijwilligers)

Nut van het Trots
vrijwilligerswerk
Ondersteuning Respect

voor vrijwilligers (waardering)

van organisatie

Doelgroep accepteert
en apprecieert hulp
en inzet van
vrijwilligersorganisatie
en vrijwilligers

Respect
(waardering)
van doelgroep

(Ruimte voor
zelfbepaling)

Ervaring van
zelfbepaling

(Stimuleren
van contacten)

Ervaring van
verbondenheid
met anderen

Tevredenheid met
het vrijwilligerswerk

tevredenheid met
het vrijwilligerswerk

(inzet/presteren)

Voornemen om

als vrijwilliger

actief te blijven

bij vrijwilligersorganisatie

Zie ook Boezeman en Ellemers (2007, 2008a, 2008b, ter perse) en Ellemers en Boezeman (ter perse).
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Dankwoord,

Na mijn afstuderen het voornemen om in het verlength mijn afstudeerscriptie, voor een
wetenschappelijke publicatie en het opdoen van evedting, verder onderzoek te gaan doen
naar vrijwilligers, vrijwilligersorganisaties enijwilligersbeleid. Het werd uiteindelijk een
wetenschappelijke publicatie in de vorm van ditgsohrift.

Allereerst bedank ik in het kader van dit proefgitimijn stage- en scriptiebegeleidster uit
mijn afstudeerfase als student aan de Leidse Wsitedr Dank voor het vertrouwen, de
begaanheid met, en inzet voor, mij en mijn zelfgekokoers richting onderzoek naar het
veld van het vrijwilligerswerk, de lessen waar éeVvan heb geleerd, de steun in voor- en
tegenspoed, en voor het prettige contact, datao&hallemaal na mijn afstuderen heeft
voortgezet.

Mijn dank gaat ook uit naar Lothmann Trading en eveerkers, en in het bijzonder Marc
Lothmann, waar ik na mijn afstuderen kon komen weylevenals TPG Post (nu TNT), en
dan met name Joop Rijsdam en Koos van der Leek,itvaa mijn afstuderen kon blijven
werken. In de tijd zonder onderzoeksaanstellingitzicht daarop, gaf het betreffende werk
bij Lothmann Trading en TPG Post mij, naast eekdeaumerktijd, de gelegenheid om 2 dagen
per week vrij te houden en te besteden aan contaoté, en onderzoek bij,
vrijwilligersorganisaties.

Ten tweede bedank ik in het kader van dit proefiaam mijn Leidse onderzoekstijd de
vrijwilligersorganisaties en de mensen met wienikontact stond, voor het in mij gestelde
vertrouwen ten aanzien van het onderzoek binnemghmnisatie en het contact gedurende die
onderzoeken. Ook bedank ik de vrijwilligers actiebr de vrijwilligersorganisaties waar ik
onderzoek heb gedaan, voor het meedoen aan migrayeken.

Als laatste bedank ik in het kader van dit proefdcBennis Bleeker, kantoorgenoot van

begin tot eind aio-schap in Leiden, voor de kanaselaap en het lachen op kantoor, evenals
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mijn eerst docenten en daarna collega’s van déesgatiale en Organisatiepsychologie bij en
naast wie ik 10 jaar prettig heb gewerkt in kadsr studie en proefschrift.

Mijn lieve mama (Linda), papa (Jan-Willem), zudjara) en familie, vriendinnen en
vrienden dank ik voor de begaanheid met mij ersalk ik doe, zoals het schrijven van een
proefschrift.

Veel dank!!!,

Edwin
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