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Background: Benefits of 
working with volunteers 

• The current economic climate means that 

volunteers could be a valuable resource to 

organisations 

• Given correct support and training they 

can; 

o Ease staff workload  

o Enable activities to take place which would have 

been otherwise impossible due to limited staff 

o Generate positive word of mouth 



• However, the recruitment and induction 

process for volunteers can be time-

consuming  

• Therefore it is vital to keep volunteer 

turnover low to minimise expenditure on 

recruitment  

• As most volunteers are unpaid other 

incentives must be found to encourage 

them to continue with their role. 



Volunteer Motivation 
• By satisfying a volunteer’s motivations, they will be 

happy in their role and less likely to leave 

• Previous studies have found no evidence that 

motivations can be predicted (based on factors 

such as gender, age, etc.) 

• Studies have also shown that motivations can 

change over time 

• Important to ask each volunteer what motivates 

them and also to get regular feedback if they are 

still happy in their role  

 



Research 
• Sought to test theory that volunteers would only be 

satisfied within their role if they felt their motivations 

were being met 

• Conducted at The Grosvenor Museum, Chester 

• A  range of volunteers were interviewed of varying 

backgrounds and ages 

• Staff were also interviewed from different 

departments 

• Although conducted at one site each department 

had its own volunteers and recruitment/induction 

practices  

 



Findings: Volunteers 
• Of the volunteers interviewed all stated that 

their motivations were being met and they 

were happy with their role 

• However one interviewee said that their 

initial motivation to volunteer had not been 

met but they had found other reasons to 

continue 

o This questions current theory on volunteer 

motivation 



• Two-thirds of the volunteers said their initial 

motivation hadn’t changed –again 

contrasting with theory 

• All the volunteers had however gained new 

motivations in addition to original ones since 

beginning their role 

o New motivations often formed as a result of 

enjoying a particular element of a role  

• Each volunteer said that feeling the work 

they did was useful to the site was an 

important factor in their decision to continue 

volunteering  



Findings: Staff 
• Every staff member interviewed said they asked 

prospective volunteers what their motivation was 

and attempted to accommodate this into their role 

o This finding could account for  the high volunteer 

satisfaction levels 

o Staff also stated that if they felt an  individual volunteer’s 
motivation couldn’t be met within a role they would make 

that clear to them 

• There was also a correlation between departments 

with strong induction practices and long-term 

volunteer retention rates, staff in these departments 

also felt more positive about entrusting volunteers 

with important jobs    
 



Conclusions 
• Whilst understanding motivations is still 

important there is some evidence to suggest 

that a volunteer will adapt their motivations 

to fit their situation 

• Feeling that they are undertaking useful 

work is of greater importance than 

motivational needs 

• Also, strong inductions policies appear to 

result in increased retention rates, 

suggesting that initial expenditure may 

prove cost effective in the long term. 


