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Abstract

As Non Governmental Organizations are expanding in Zimbabwe with the aim of fighting the widening
poverty levels in communities and to curb HIV/AIDS pandemic, there is an increased need for
volunteers to staff and support these organizations. Despite the NGOs operating under limited financial
resources, they still faced the challenge of attracting and retaining effective and committed volunteers.
SOS Children’s Village is no exception. Thus the main objectives of this thesis is to establish the
importance of volunteers and their participation for the sustainability of NGOs poverty reduction
projects; to establish the roles of volunteers in projects and their motives to volunteer; the roles that
NGOs play in attracting and retaining volunteers; to establish if volunteers’ motivation, satisfaction and
attitudes do have an impact in their attraction and retention; to identify the benefits of volunteering to
the community as well as barriers which volunteers face when carrying out their duties. The research
design of this study was descriptive, and the researcher used the questionnaires to gather the
information from the target population. Questionnaires were complimented by face to face interviews
and focus group discussions with 4 SOS field officers, 14 community volunteers and 28 children’s care
givers being the key informants. From the questionnaires, interviews, and group discussions, it was
established that community volunteers and their participation are very vital for the sustainability of
NGOs’ poverty reduction projects through their various roles in poverty reduction projects. The
findings also concluded that volunteers’ motives to volunteers are purely for personal satisfaction,
interest in the organization, sense of accomplishment, and the desire to help others, complemented by
such incentives as food packs, medical assistance, training courses, school fees for children and
career opportunities which NGOs provide as part of their roles in attracting and retaining volunteers.
These incentives bring about volunteers’ satisfaction and volunteers develop positive attitudes, thereby
staying longer with the organizations. Furthermore, it was concluded that volunteerism benefits the
community and that volunteers face many barriers during the discharge of their duties. It is therefore
recommended that governments and NGOs put up policies that would allow for adequate resources to
be mobilized towards the volunteers’ participation for the sustainability of NGOs poverty reduction
projects. Lastly, further research on SOS projects’ children beneficiaries is recommended.
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INTRODUCTION

Volunteering and social activism are an important
strategy for fostering peoples participation in social
change and human development (United Nations
Volunteers; 2008). Volunteering encompasses a range of
activities including offering labour on development
projects, visiting the sick, raising awareness about
HIV/AIDS, counseling, planting a tree or advocating for
human rights. According to the Millennium Development
Report (2007), volunteering has a potential to help foster
the level of participation needed to confront the major
tensions and challenges of development of our time.
Bussell & Forbes (2002) argued that the key aspects of
the welfare state and community development are now
dependent on the voluntary sector and volunteer
involvement. These authors also noted that the voluntary
sector has become a sizeable part of the United Kingdom
economy and half of the population is estimated to have
given their time to community activities. These diverse
forms of participation are already making tangible
contributions to  poverty reduction, sustainable
development and  social inclusion. However,
complimentary roles of volunteering are not widely
recognized and vigorously supported across all spheres
in civil society, as well as private and public sectors
leading to poor attraction and retention of volunteers in
organizations.

The work of NGOs

Non Governmental Organizations (NGOs) are voluntary
institutions that play a significant role in the development
of the community and poverty reduction. However, NGOs
cannot achieve their objectives of community
development and poverty alleviation due to financial and
human resources challenges. As a result, NGOs resort to
engaging community volunteers. This is to enhance
participatory development which is an important
approach towards enabling communities to help
themselves and sustain efforts in development work. The
community is no longer seen as recipients of
development programs, rather they have become critical
stakeholders that have an important role to play in the
management of programs and projects in their areas
(NGO Management School; 2009).

SOS Children’s Village

SOS Children’s Village was established in Austria in 1949
by Hermann Gmeiner. The aim of the organization is to
provide a long-term family-based care for orphaned and
destitute children (SOS Children’s Villages; 2011). The
core business of SOS Children’s Village is illustrated by
the diagram overleaf:

Source: SOS Family Strengthening Programmes
Manual Working Paper, January 2007

SOS family strengthening programs

SOS Family Strengthening Program was established in
1992 in Harare as an extension of the scope of SOS
children’s village. More Family Strengthening Programs
followed in 2003 in the oldest locations of Bulawayo,
Makokoba and Mzilikazi, which will be the cases under
review. According to SOS working paper (2007), the
purpose of SOS Family Strengthening Programs is to
enable children who are at risk of losing the care of their
family to grow within a caring family environment. SOS
works directly with families and communities to empower
them to effectively protect and care for their children, in
cooperation with local authorities, and other service
providers (SOS working paper, 2007).

SOS poverty reduction projects in Bulawayo

Every family needs a stable source of income from which
the household members rely for food, education, health,
accommodation and other family expenses. SOS poverty
reduction projects empower families with income
generating activities to promote a culture of self-reliance
and sustainability within the family (SOS working paper,
2007). SOS provides funds and start-up capital for
projects. In some cases, it provides the land for projects.
Examples of SOS income generating projects are
Community Based Organization (CBO) Poultry Projects
in Makokoba and CBO Urban Agriculture in Mzilikazi.
Heal Makokoba Family Trust is a project which was
created in 2003 and its objective is to provide
educational, health, psychosocial support, and
community economic empowerment. The Mzilikazi
Community Support Program Trust (COSUP Trust) which
was established in 2006 also provides educational,
health, psychological support  and economic
empowerment. Community volunteers have been working
in all these SOS Family Strengthening Programs since
2003, and have been playing a key role in ensuring their
sustainability. However, attracting and retaining these
volunteers still remains a challenge.

Problem Statement

Non Governmental Organizations (NGOs) and the state
have got no full capacity to support social services and as
a result, volunteers must step up and be supported to
distribute these social services. Although the work of
voluntary sector is growing, the number of people
volunteering is not increasing at a comparable rate. The
critical problem affecting poverty reduction projects is the
failure by NGOs to attract and retain volunteers.
According to Dolnicar and Randle (2004), many
environmental organizations in Australia face difficulties



in attracting volunteers from specific subgroups of the
community. This problem does not affect organizations in
Australia alone as noted in Finkelstein (2007), but is
common in other organizations from other countries.
Zimbabwe is not an exception. It is therefore critical to
gain understanding about the variety of factors that move
people to participate voluntarily in development projects.
This will be an important aspect of this study.

Objectives of the Study

The primary objective of this study was to evaluate the
effectiveness of community volunteers’ participation for
the sustainability of NGOs’ poverty reduction projects in
Zimbabwe.

The secondary objectives of this study included the
following:

. To establish the importance of community
volunteers and volunteers’ participation for the
sustainability of poverty reduction projects.

) To establish the roles of community volunteers
and their motives to volunteer in NGOs Poverty
Reduction Projects.

) To establish the roles that NGOs play in
attracting and retaining volunteers.

) To ascertain if volunteers’ motivation,
satisfaction, and attitudes do have an impact in volunteer
attraction and retention.

. To identify and assess
volunteering to the community.

. To identify and assess
volunteering.

the benefits of

the barriers to

LITERATURE REVIEW

This chapter establishes the base for the research by
reviewing at what other researchers have discovered in
their various studies on the subject. The chapter defines
the key concepts used in the study, and discusses the
importance of community volunteers and their
participation in poverty reduction projects against the
theoretical underpinnings. The role that community
volunteers play and their motives to volunteer is also
presented. Literature on the roles that Non Governmental
Organizations play in attracting volunteers is reviewed.
The chapter further outlines the literature on volunteer
motivation, satisfaction, and attitudes being the factors
that contributes to the attraction and retention of
volunteers. Finally, the chapter presents the literature on
the benefits and barriers to volunteering, and assesses
volunteerism within the American, Canadian, Latin
American and Zimbabwean context.

Community Volunteers

Cnaan, (1996) defined volunteers as people who
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contributes time, effort, or talent to a cause without
monetary rewards. Pearce (1993) concurred with this
definition and noted that volunteers are not motivated
monetarily. There are several significant differences
between volunteers and paid employees.

The difference between Volunteers and Paid Workers

Since volunteers are not paid, they are all appreciated
equally and relatively cheap, so there is little economic
reason to differentiate between them. This therefore
means that volunteers cannot be motivated by salary
raises or bonuses nor sanctioned by salary freezes or
financial penalties.

Again, volunteers have only a moral and emotional
commitment to their organizations, whereas employees
have an active commitment. This means that most
volunteers work only a few hours a week, while most
employees work full-time. Employees are also influenced
by the organization's culture, and share more in common
with co-workers than volunteers do (Capner &
Caltabiano, 1993). The irregular work schedule of
volunteers also makes coordination of volunteer work
difficult. Often, a volunteer administrator must supervise
the performance of a large number of people who work a
few hours weekly as compared with a supervisor of paid
full-time employees. Furthermore, continuity of care can
be jeopardized when a large number of individuals
provide this care in a piece-meal fashion rather than
having one or two full-time providers assume this
responsibility (Wharton, 1991).

The overwhelming majority of volunteers give only a
few hours a week and only fourteen percent have been
estimated to volunteer five hours per week or more
according to Hodgkinson & Weitzman (1992). Many
volunteers are affiliated with more than one organization,
while full time employees are generally affiliated with only
one organization. Furthermore, the degree of loyalty and
commitment to an organization varies according to how
central the organization is to one's life. In this respect,
multiple affiliations may mean that the individual's
commitment to each organization is limited. Again,
volunteers are less dependent on their workplace than
employees. Volunteers can leave at will without worrying
about the next pay check, pension rights, medical aid
benefits, and other contractual benefits.

On the other hand, Volunteers are often informally
recruited as noted by Little (1999), whereas employees
usually go through a formal hiring process and generally
accept a position only after careful deliberation.
According to Perrow (1970), volunteers can make no
legal allegation regarding inadequate compensation or
discrimination in the workplace. Although theoretically
this situation may occur, the usual recourse taken when
volunteers are disappointed is to leave the position, and
courts may consider that no damage has been done if
there is no monetary loss.
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Volunteers do not always feel bound by the norms and
values of an organization (Cooley, Singer & Irvin, 1989).
For example, they may pay less attention to the
requirement to report and follow bureaucratic instructions
(Milligan et al, 1987). As compared to employees,
volunteers may feel more independent in applying their
own values and norms, because they are not being paid
to do the job (Fagan, 1986). Another difference relates to
reluctance in evaluating the work of volunteers because
such evaluations may seem to question volunteers'
efforts which may countervail the essence of
volunteerism (Allen (1987). Both volunteer and paid
employees perform important tasks to promote the works
of NGOs in their endeavors to alleviate poverty in
communities. The effectiveness of volunteer work makes
the idea of volunteer service attractive to NGOs (Capner
& Caltabiano, 1993).

The Importance of Community Volunteers

According to National and Community Service (2009),
volunteers play a very important part mostly during
disaster times. During disaster times, volunteers help
nations recover and make progress on education, health
care, energy concerns, agriculture, building cities and
feeding the hungry. Leonard (2006) suggested that there
are two volunteer approaches; the charity approach and
the solidarity approach. The charity approach is the most
important one, which means helping somebody with little
and doing anything helpful. The solidarity approach
encompasses volunteering for the benefit of the common
good.

Volunteers are likely to volunteer in order to promote a
common cause, as it makes them part of an organized
movement (Leonard, 2006). In this regard, voluntary work
becomes of paramount importance to Non Governmental
Organization during disaster times in that volunteers
provide their time, labour and expertise without expecting
financial reward. However, since volunteers have only a
moral and emotional commitment to their organizations,
most volunteers tend to be affiliated with more than one
organization. This therefore means that the degree of
loyalty and commitment to an organization becomes
limited. In this respect, continuity of care can be
jeopardized when volunteers provide this care in a piece-
meal fashion (Wharton, 1991).

Non Governmental Organizations and the state have
got no full capacity to support social services; hence
volunteers step up and assist to distribute those services.
This makes them very important development players.
According to Dingle (2001), South Africa had a scarcity of
manpower and that affected the health care system. As a
result, nonprofit organizations that were severely
stretched because of relying on paid staff were
persuaded to change their minds by seeing evidence of
what volunteers achieved. In that way, they started to
incorporate the services of older people or those with little

or no literacy (Dingle, 2001). This clearly shows that
community volunteers are very important for the
sustainability of NGOs' poverty reduction projects.
However, their importance is undermined by the fact that
volunteers are less dependent on their workplace than
employees as they are not remunerated. As a result, they
leave at will without worrying about the next pay check,
pension rights, medical aid benefits, and other benefits
(Hodgkinson & Weitzman, 1992). In this regard, that
affects the operations of Non Governmental
Organizations.

Volunteers’ Participation

Volunteering and social activism are an important
strategy for fostering peoples participation in social
change and human development (United Nations
Volunteers; 2008). According to the Millennium
Development Report (2007), volunteering has a potential
to help advance the level of participation needed to
confront the major tensions and challenges of
development of our time. Bussell & Forbes (2002) argued
that the key aspects of the welfare state and community
development are now dependent on the voluntary sector
and volunteer involvement. These authors also noted that
the voluntary sector has become a sizeable part of the
United Kingdom economy and half of the population is
estimated to have given their time to community
activities. These diverse forms of participation are already
making tangible contributions to poverty reduction,
sustainable development and social inclusion. However,
complimentary roles of volunteering are not widely
recognized and vigorously supported across all spheres
in civil society, as well as private and public sectors
leading to poor attraction and retention of volunteers in
organizations.

Communities participate in development projects
through community volunteers’ involvement in various
projects. Roodt (2001) views participation as people
having the power to influence the decisions that affect
their lives. This view agrees with the views of Robb
(2002) that the poor and the marginalized people have
the power to influence policies and decisions that affects
their lives. Penderis (1996) views participation as a
voluntary contribution in planning projects, participation in
decision making, implementation of projects, monitoring
and evaluation of programs as well as benefits sharing.
For any project to be successful, it should involve the
local community, who in turn would support it by various
resources like labour, skills, capital and indigenous
knowledge. Volunteers are part of they community and
they represent the community. Volunteers’ participation in
NGOs’ poverty reduction projects is therefore vital in that
volunteers offer their time, knowledge, skills and labour
for no payment. Meanwhile, McCurley (2007) identified
causes of the decline in volunteer participation. Issues of
economic challenges, time constraints, social and family



concerns were sighted as the causes of the decline.
McCurley (2007) proposed the solutions to address these
issues. Among the solutions presented were; effective
volunteer leadership, consistency in expressing gratitude,
and adequately addressing volunteer needs. However,
these solutions are not absolute in addressing volunteer
participation decline, but issues of attitudes, behaviors
and personalities may also contribute to the decline.
The9re is need therefore to address issues of attitude,
behaviors and personalities through training in order to
achieve behavior change among volunteers.

Volunteers’ Participation and Development Theories

Theories provide a set of interrelated statements
designed to explain and guide observed patterns of
volunteerism. Non Governmental Organizations (NGOSs)
and other stakeholders can use these theories as tools to
interpret behaviors and develop interventions and
strategies. For the purposes of this study, the theories
that are presented here represent the most common
perspectives NGOs wuse to understand volunteer
behaviors. This section analyzes volunteerism through
the lens of different theories.

Volunteerism and the Capability Approach Theory

Cornwall (2000) highlights the need for a greater level of
attention to be paid in development to strengthening the
capabilities of both women and men, in particular those
who are marginalized, to create an approach to
participatory development. Sen’s (1999) capability
approach treats the freedoms of individuals as the
building blocks of development. The capability approach
pays particular attention to the expansion of the
capabilities of people to lead the kind of lives they value
(Sen 1999). ‘Capabilities are people’s potential
functionings, and functionings are beings and doings’
(Robeyns, 2005). Sen (1999) further argued that
development should focus on ‘expanding the substantive
freedoms that people have for leading a valuable life. The
capability approach stipulates that an evaluation of
individual or social state should focus on people’s real or
substantive freedoms to lead the lives they find valuable.
This freedom is called a person’s capability. Capability
hence refers to one’s empowerment, the power that one
has to be the person he/she wants to be, and to have the
kind of life one wants to lead (Robeyns 2001).

On the other hand, the capabilities approach requires
people to be viewed and act as ‘agents’, that is, people
who act and bring about change, people who have the
ability to set and pursue their own goals and interests,
and whose achievements can be judged in terms of their
own values and objectives (Kabeer, 1999; Robeyns,
2005). Agency encompasses the ‘meaning, motivation
and purpose, which individuals bring to their activity, their
sense of agency, or ‘the power within’ (Kabeer, 2001,
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cited in Paterson, 2008). Sen (1999) described a variety
of social institutions (the market, the government, the non
governmental, and the community) as contributing to the
process of development precisely through their efforts to
enhance and sustain individual freedoms. Sen (1999)
further highlighted the important contribution that access
to resources can make to people’s well being.
Inequalities in access to resources can be significant
causes of inequalities in capabilities (Sen, 1999).
Volunteerism therefore ensures the empowerment of
communities through participating in development
projects in order to bring about sustainable development,
thereby alleviating poverty in communities.

Comparing Participation with Modernization and
Dependency

De Beer & Swanepoel (1998) describes modernization as
the process by which individuals change from traditional
way of life to more complex technological advanced and
rapid changing lifestyles. According to Dube (1988), the
concept of modernization is the response of western
societies to the many challenges faced by the third world
in the decades following the Second World War.
Modernity may be understood as a common behavioral
system historically associated with the urban, industrial,
literate and participant societies of Western Europe and
North America. As the failure of modernization theory
becomes more apparent, the idea of dependency theory
was developed at the beginning of the 1960s.
Dependency theory is often referred as the Marxist
development theory (Graaff, Hendricks, wood, 2001).
Dependency theorists argue that it is the reliance on the
international market that led to the domination of
transnational capital because of the unusual exchange
between the core and the periphery, benefiting only the
core (Coetzee at al, 2002). Modernization failed to narrow
the gap between the developing and the developed
countries. As a result, the dependency theory brought
economic and social dependency and this resulted in the
underdevelopment on the periphery countries as the core
countries controlled the balance of both political and
economic power (Burkey, 1993). Most developing
countries, Zimbabwe included, are still suffering from the
dependency syndrome as large populations from these
countries still rely on donor handouts to earn a living.
Oarkly (1991) noted that dissatisfaction with traditional
development theories, (modernization and dependency),
led to an examination of the notion of development
towards a search for alternative approaches to
development. The alternative development approach
focuses on participatory and people centered
development. Roodt (2001) views participation as people
having and using their power to influence the decisions
that affect their lives. This view agrees with the views of
Robb (2002) that the poor and the marginalized people
have the power to influence policies and decisions that
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affects their lives. This paradigm shift calls for an
integrated approach whereby the community itself
defines its development and become intimately involved
in development issues of the community. Furthermore, a
participatory approach to development seeks to involve
ordinary members of the community in planning,
implementing and managing their own development at
grassroots level. This approach enables people in the
community to build their own capacity, to be self reliant
and ensure sustainable development (Fitamo, 2003).

Social Capital Theory and Volunteerism

Bourdieu (2001) describes social capital as having ‘contacts
and group membership which, through accumulation of
exchanges, obligations and shared identities, provide actual or
potential support and access to valued resources’. In other
words, the social networks and contact are capable of affecting
individual’'s  opportunities, abilities, and productivity
(Putnam, 2000). In Bourdieu’s view (2001), social capital
is the aggregate of the actual and potential resources,
which resources are the result of possession of a durable
network of more or less institutionalized relationship of
mutual acquaintance and recognition. This provides
members in a community with the backing of the
collectivity-owned capital, a credential that entitles them
to recognition in the world. The community relationship is
sufficient to exist only as a practical entity. The material
and symbolic exchanges happening within the network
will contribute to sustain it. The solidarity in the group is
based on the potential profits from participation. Lin &
Erickson (2008) argued that high levels of social capital
are able to affect individuals and communities in the
sense that they contribute to increases in economic
growth, decrease in crime and suicide rates, give access
to resources that are important in finding a job, obtaining
social support or achieving political power. Therefore,
involvement in volunteerism is able to improve one’s
social capital (Putnam, 2000).

Flap (2001) identified three elements of social capital; those
who are prepared to help, the extent to which they are prepared
to help, and the accessible resources available. Through such
social networks, an actor may borrow other actors’ resources
like wealth, power, or reputation. The pivotal concept of social
capital theory is that of trust being created as a product of social
involvement. It is viewed as an enabler of sustainable

development (Dasgupta, 2000). Dasgupta (2000) further
noted that trust is based on the knowledge of the
behaviors and characters of people involved, their
available options and their abilities. Putnam (1993)
argued that an individual through cooperation with others,
learn the norms of the community or group and thus
acquire trust to the people involved.

Social Capital of Volunteers
Bekkers et al. (2008) argued that participation in

voluntary associations reveals two aspects of social
networks. The first one is the resources that individuals

can access through their ties with others, and the second
one is the contributions that social networks have to
social cohesion. The potential of social networks in
building social cohesion is the result of those aspects on
networks that generates a feeling of belonging to the
community and conforming behavior that benefits group
members. Researchers in social capital theory have been
interested in  voluntary  associations, because
membership in voluntary associations is related to access
to resources (Flap 2001).

Briggs (2003) argued that participation in voluntary
associations can contribute to formation of bridging ties
between races. This argument was built on more general
notion originated from Putnam (2000) work on social
capital as a factor in sustaining democracy. The
existence of volunteers is in itself evidence of the value of
collaboration efforts, even for individuals who do not take
part themselves. In this perspective, the role of
volunteers as catalysts of trust, networks, and civic
engagement is accompanied by their role as institutions
expressing and sustaining the same values and
resources in the society at large. The fact of having the
identity of a volunteer in an organization might contribute
to one’s social capital and the resulting trust within a
social network (Putman 2000).

Poverty and Poverty Reduction

There is no all-encompassing definition of poverty; its
definition varies according to whoever formulates the
concept. Besides the diverse and various definitions that
have been given by various scholars, there is consensus
that poverty prevailing in the lives of the poor is very hard
to imagine Chambers, (1983) noted that poverty can be
observed by physical weakness due to malnutrition,
sickness or disability. Again, it also creates social
isolation and results in powerlessness and hopelessness,
and causes depression and psychological stress in the
minds of poor individuals.

Poverty can be put into two categories. According to
the World Bank (2000), poverty is categorized as both
absolute and relative. Absolute poverty is described as
lack of basic security, the absence of one or more factors
that enable individuals and families to assume basic
responsibilities and to enjoy fundamental rights. On the
other hand, Walkins (1995) notes that relative poverty is
used in terms of particular groups or areas in relation to
the economic status of other members of the society.
Poverty consists of lack of basic securities such as
financial resources, education, employment, housing,
health care and other related aspects. Burkey (1993) &
World Bank (2001) observed that when the
consequences of this insecurity are severe they lead to
deprivation in life. The World Bank (2001) postulates that
political instability, lack of improvement in infrastructure,
inadequacy of national policy, lake of structural adjustment, and
lack of investment are among the main causes of poverty. In
Marxist view, poverty is a product of unjust social



structures and evidence of slavery, colonialism and
exploitation by the rich (Kitabo, 2000).

Poverty reduction is usually used interchangeably with
poverty alleviation (Greenberg, 2005). The difference
between poverty alleviation and poverty reduction is that,
poverty alleviation concentrate on those assets and
resources that have bearing on the livelihoods of the
poor. Poverty reduction on the other hand focuses on
knowledge and rights (Greenberg, 2005). For example,
agriculture growth and better access to markets alleviate
poverty while the involvement of the poor in development
efforts becomes crucial for poverty reduction
(Rajasekhar, 2004). Again, poverty reduction is
understood as a process of enabling people to gain
access to basic goods and opportunities (Mullen, 1995).
The difference between the two according to Greenberg
(2005) is that, poverty alleviation seeks to provide
immediate pain in the short term while poverty reduction
refers to systematic approaches which eventually lead to
eradication poverty. Rajasekhar (2004) concluded that
poverty alleviation is a short term improvement of the
poor’s capital endowment, while poverty reduction on the
other hand is long term elimination of the poor’s
dependency on social relations, and of vulnerability with
respect to changes in the environment (Pedersen&
Webster, 1998). For example, while agricultural growth
and better access to the markets can alleviate poverty,
the involvement of the poor in development efforts
becomes crucial for poverty reduction (Rajasekhar,
2004). From the definitions of poverty reduction or
poverty alleviation, the authors cited concur that any
strategy aimed at alleviating poverty must be sustainable
and creating more employment opportunities for the poor,
which in turn will improve their economic status.

Rajasekhar (2004) groups the NGOs’ poverty
alleviation strategies into two categories. The first group
of strategies is through which the poor can achieve a
change in their conditions of poverty. These strategies
are carried out by the poor in an attempt to change their
poverty status in terms of their resources and assets.
Usually this group of strategies is based upon individual
or local groups or the poor seeking ways to offset the
economic disadvantage they face by exploiting
opportunities to use the resources and assets they
possess or they can access (Rajasekhar, 2004).The
second group of poverty alleviation strategies is through
which the poor can or those who represent them, seek to
secure their interest by effecting change in the actions
and policies of other, and particularly bringing about
change in the public policy and in its implementation. It is
characterized by the need to change the policies and
practices of others in order to bring about change. It is
therefore directed towards achieving a redistribution of
resources in order to change the poverty condition
(Rajasekhar, 2004).

With the notion of alleviating poverty in the developing
world, including Zimbabwe, several institutions such as
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the International Monetary Fund, the World Bank,
governments and non-government organizations are
undertaking a variety of development activities to
alleviate poverty and are using various approaches and
implementing a number of strategies including the
engagement of community volunteers for this purpose.
However, despite these attempts, the level of poverty has
not been reduced.

The Roles of Community Volunteers

According to Volunteer Now Report (2011), the long term
benefits of community development work are not possible
without the engagement of local people who are experts
in the social problems and needs of their own
communities. The report suggests that engagement can
come in many different forms, from attending a residents
meeting to being an activist who leads on community
work. It is therefore imperative that volunteering be
recognized as a fundamental part of any community
development framework and as a strategically important
element of community development. There is an
inextricable link between volunteering as a multifaceted
activity and community development as a process.
Volunteering happens in many different forms and can be
carried out on a continuum of informality to formality
(Volunteer Now Report, 2011). Both formal and informal
volunteers are equally valuable and contribute in a
myriad of ways to building communities where people
can feel happy, safe and fulfilled.

The purposes for involving volunteers are not likely to
be fulfilled unless the kinds of work volunteers do can be
identified. Volunteers role vary from organization to
organization. According to SOS Children’s Villages
(2011), SOS volunteers’ role is to provide educational,
health, psychosocial support, and community economic
empowerment. Volunteer Now (2011) states that the
main volunteer’s role largely involves one to one work
with clients. This is a very technical role which requires a
great deal of skill and knowledge. Volunteer activities
take many forms; involvement in voluntary associations,
activism focusing on social change or donations of
money, supplies or blood donations (Wilson 2000). Other
terms of volunteering are mutual help in the health and
social welfare field, charity to others within voluntary or
community organizations.

Tyler (1965) discussed a number of roles played by
volunteers in organizations. According to this author,
volunteers provide encouragement and reassurance to
children and the youth who are trying to learn something
or undertaking an activity which seems difficult to them.
Another kind of contribution is for the volunteer to serve
as a model. Tyler (1965) further notes that volunteers
serve as a means of communication in both directions
between professionals and the clients served by the
organization. Most organizations suffer from faulty
communication. The community knows too little about the
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programs of the agency and often has serious
misconceptions of them. On the other hand, the
professional staff has too limited an understanding of the
goals, activities, and beliefs of the community; hence
programs often miss their mark: clients’ needs may be
neglected unconsciously and many efforts of both the
community and organization staff are wasted because
each knows too little about each other. As a result,
volunteers frequently fill an important role in increasing
and improving communication between program clients
and the agency. Another volunteer role as pointed out by
Tyler is that of operating, directing, and monitoring of
programs, structured in such a way that professional
knowledge and judgment are not generally required.
Again, volunteers are used for professional tasks that do
not require specialized skill. For example, preparation,
distribution, and maintenance of equipment and materials
are responsibilities frequently assumed by volunteers.
Routine reporting and recording of attendance of projects
undertaken and completed is commonly done by
volunteers (Tyler, 1965).

Akintola (2004), suggested some roles that volunteers
play in NGOs’ projects; that of providing patients with
spiritual support in addition to basic nursing care,
emotional, material and logistical support. Volunteer also
gives care and support to the sick, thereby filling the care
gap left by government and community members.
However, within the Zimbabwean context, the role of
indigenous volunteering and capacity building within
communities is not new. Volunteering is simple a
Western word used to describe some of the ways in
which people in rural area have traditionally helped one
another and have offered mutual support (Asia South
Pacific Bureau, 1999). These forms of community support
are being lost to people as the cash economy and
modern ways of life continue to erode traditional
structures of the society. This view further supports the
views of Tayler (1965) that volunteers’ roles include
planning, monitoring and evaluation, and as such these
should not be seen as alien concepts in the African or
Zimbabwean context. These concepts have always been
in existence. For example, in the garden, people plan
what they are going to plant so as to produce much food
as they need. After planting, they need to look at their
gardens regularly to ensure plants being overcome by
weeds. After the harvest they think of how well their
gardens provided the food needed. This example
supports the notion that volunteers’ role of planning;
monitoring and evaluation has always been existing in
Zimbabwe.

Volunteers’ Motives

There are different reasons for people to decide to
engage in volunteering work. The classic issue in the
literature review concerns whether the helper's motives
are altruistic or selfless as opposed to egoistic or self-

centered. The one-factor model is the model that
suggests that volunteers act from a combination of
motives described as a meaningful whole and not from a
single motive or a category of motives (Cnaan 1993). On
the other hand, other researchers argue that people have
more than one reason for volunteering (Unger, 1991,
Omoto & Snyder, 1995; Penner & Finkelstein, 1998). The
two-factor model suggests that individuals volunteer for
two reasons: The first reason is for concerns to others
(altruistic motives); and the second one is for themselves
(egoistic motives). One of the most promising strategies
for uncovering the motivational forces underlying an
activity like volunteering comes from functional theories
or beliefs and behaviors. This approach points that
similar beliefs or similar behaviors may well serve
different psychological functions for different people.
Hence, according to Clary et al, (1998), in volunteering,
people engage in volunteer work in order to achieve
important  psychological goals, and that different
individuals will be seeking to satisfy different motivations
through volunteer activity.

The functional approach to volunteerism (Clary et al.
1998) suggested that people may be attempting to satisfy
a ‘values function’, whereby they participate in volunteer
work to express and act on values important to the self
(for example; humanitarian values or altruistic concerns).
In the case of the ‘career function’, some people engage
in volunteer work to gain experiences that will benefit
their careers. For others, volunteering helps them to
increase their knowledge of the world and to develop and
practice skills that might otherwise go unpracticed, thus
satisfying an ‘understanding function’. Other people view
volunteer work as an opportunity to help them fit in and
get along with social groups that are important to them,
thus serving a ‘social function’. However, for some
individuals volunteer work serves the purpose of allowing
the individual to engage in psychological development
and enhance their esteem, thereby satisfying an
‘enhancement function’. Finally, some people attempt to
satisfy a ‘protective function’ and engage in volunteer
work to cope with inner anxieties and conflicts, thus
affording some protection for the ego (for example, to
reduce feelings of guilt, to combat feelings of inferiority)
(Clary et al. 1998).

Esmond & Dunlop (2004) concurred with some of Clary
et al, (1998)’s views and identified ten volunteer motives
as follows:

. Values: satisfying humanitarian obligation to help
others or showing empathy for others;

. Community: concern for and worry about community;

. Career: seeking career-related benefits/connections,
skills or experience;

. Protective: reducing negative feelings about oneself;

o Understanding: desire to better understand how

to help others in society or exercise skills that are
unused;

o Enhancement: desire to feel better about oneself
or be needed by others;
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o Reciprocity: attracting good things to oneself;

. Recognition: needing recognition of one’s skills
and contribution;

. Reactivity: addressing own current or past
issues; and

. Social: meeting the expectation of and the

significant others.

The views sighted above do not reflect the volunteer
motives entirely. In Africa, traditional support systems
based on the principles of solidarity and reciprocity has
always provided a medium for volunteering (Kaseke &
Dhembe, 2006). It is a cultural expectation that members
of the extended family or kinship group should provide
support to other members experiencing life-cycle crises.

Non Governmental Organizations (NGOSs)

NGOs may be regarded as part of market-based
solutions to policy problems. A key point to note here is
that NGOs can be seen as a kind of forum, onto which a
range of current ideas, expectations, and anxieties about
social transformation are projected (Lewis, 2005). It is
partly because of this high degree of flexibility of the NGO
as an institutional form, and the wide spectrum of
different values that NGOs may contain, that the rise to
prominence of NGOs since the late 1980s has taken
place against the back-drop of the dominance of
neoliberal policy agendas. A usefully concise definition is
that used by Vakil (1997), who stated that NGOs are
“self-governing, private, not-for-profit organizations that
are geared to improving the quality of life for
disadvantaged people.”

Suharko (2007) contends that NGOs compared to the
government have a comparative advantage in service
provision. Furthermore, NGOs seek to improve the
people’s access to services provided by the state
(Suharko, 2007). In countries where government lacks
public services, NGOs play a significant role in the direct
provision of social and economic services. As a result,
NGOs emerge and play a role of providing services.
Therefore NGOs help leverage the poor’s trust to move
out of poverty as pointed out by Suharko (2007). NGOs
are also creditable for their long endurance and
engagement with the rural poor. From the beginning,
some NGOs were formed to respond to the ill being of
the poor. The long engagement with the poor makes
them to gain more experience and knowledge in dealing
with complex and structural problems of poverty. Such
experience and knowledge gained lead to the formulation
and implementation of genuine and innovative strategies
and approaches to poverty reduction (Smillie, 2003). With
the appreciation of the complicated nature of poverty and
by large unsuccessful results of aid, multinational and
bilateral agencies have lately given renewed promises to
NGOs whose existence is legitimized by the presence of
poverty (Guler, 2008). Therefore, Michael (2002) argues
that there is no discussion in poverty, equality or
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development which is complete without considering the
role of NGOs today.

Even though NGOs play this vital role within the rural
areas they operate in, the increase in the number of
people living in poverty remain a challenge to their role
and goal of alleviating poverty, hence the need for
community involvement and participation through
community representatives/ volunteers. For as long as
poverty levels swell up in both urban and rural areas, the
NGOs' strategies become questionable. As far as
community development is concerned, NGOs’ roles
cannot be exaggerated because their activities for
community development are more inclined to provision
more of relief than development projects, hence the need
for community involvement and participation in
development projects so that the community defines the
best options of poverty alleviation itself.

Sustainability of NGOs’ Poverty Reduction Projects

Hoff, (1998) defined that sustainable development is
development that meets the need of the present without
compromising the ability of future generations to meet
their own needs. The report on sustainable development
(United Nations; 1987) also defined sustainable
development as development that meets the needs of the
present without compromising the ability of future
generations to meet their own needs. Sustainable
development contains two key concepts. The concept of
needs, in particular the essential needs of the world's
poor, to which overriding priority should be given; and the
idea of limitations imposed by the state of technology and
social organization on the environment's ability to meet
present and future needs (Kates et al, 2005).

Sen (1999) views development as a process of
expanding the range of sustainable freedoms enjoyed by
the people of any nation. According to the World Summit
on Sustainable Development (2002), today there are
three pillars of sustainable development and these are;
economic, social and environmental sustainable
development (United Nations, 1987). Ife (1995) sees
sustainability as maintaining a system so that resources
can be used at the rate that they can be replenished.
Beker et al, (2003) concluded that sustainable
development imposes a strong commitment to action
directed towards reshaping the relations between human
beings and the environment.

However, within the context of this study, sustainability
can be referred to the maintenance and continuation of
economic and social development projects in Zimbabwe,
particularly in Mzilikazi and Makokoba communities in
Bulawayo. The sustainability of any project initiated to
meet the specific needs of the local poor communities
depends on the level of community participation, through
community representatives (volunteers) in project
planning, implementation, evaluation and decision-
making. There should be collaborative efforts at all levels



Glob. J. Manage. Soc. Sci. 034

where the facilitators and the local communities have to
work hand in hand so as to ensure project's
sustainability. The mutual interaction between community
members and the facilitators binds and sustains the
projects. In this regard, it is important to empower
beneficiaries for the sustainability of NGOs’ poverty
reduction projects, particularly after the termination of
external funds and donor involvement. Volunteers do not
only help support NGOs’ poverty reduction projects, but
most importantly, the livelihoods of the people who
depend on those projects. The sustainability of poverty
reduction projects is vital communities around the world,
and volunteers make a difference by helping nurture
those projects offering assistance to vulnerable group of
the community. The specific tasks volunteers carry out
depend on the project, the time of year, the country, and
most importantly, the needs of the individuals they are
helping.

The roles of NGOs in Volunteer Attraction and
Retention

NGOs are challenged to develop and implement
strategies that will support their ability to remain
financially solvent and continue providing vital services to
communities. However, their challenges are unique when
compared to those in the profit oriented organization. The
successful operation of an NGO relies on the strengths,
expertise, and skills of many people, most of whom are
the individuals who volunteer their time and effort to help
NGOs meet their tasks and goals. Volunteers have
always been a vital component of NGOs; however, their
roles have become even more significant in an age with
‘leaner staffs and less money,” coupled with greater
demands on the nonprofit system (Walker, 2001).

NGOs and Volunteers’ Recruitment

Attracting volunteers is one of the most imperative
objectives of the NGOs. It is a task that is often
overlooked or performed poorly by NGO managers and
administrators (Farmer & Fedor, 1999). As Farmer and
Fedor (1999) observed that many NGO administrators
are overtaxed with tasks and spend much of their time
troubleshooting existing problems rather than setting up
preventive and intervention systems to avoid or control
such problems. However, the research literature clearly
substantiates the claim that NGOs need to pay as much
attention to how and whom they recruit as volunteers as
they do when it comes to recruiting highly-qualified
executives (Walker, 2001). Like executives, it is ideal if
volunteers can join the organization with a long-term
commitment. Again, Walker (2001) noted that volunteers
perform many different types of services that are just as
valuable as the functions and tasks of paid employees.
While these activities are different, they are both
important to promoting organizational stability and to

sustain community poverty alleviation projects which
NGOs foster.

For a productive and long-term relationship between
the NGO and its volunteers to develop, volunteers must
first be recruited on the basis of possessing qualities,
skills, and interests that are consistent with the NGO's
mission and goals (Walker, 2001). Identifying and
attracting volunteers who demonstrate these strengths
ensures a goodness of fit between the organization and
its volunteers, and is likely to improve retention rates.
Making sure that the attributes and skills of volunteers
interconnect well with the goals of the NGO is not
enough, but once talented and skilled individuals are
recruited, it is important that clearly defined expectations,
tasks, responsibilities, and goals are established in
mutuality between the organization and the volunteers
(Brown, 2003). This process of role and goal clarification
helps to confirm that the volunteer understands the
organization’s mission and goals and is supportive of
these, as well as willing to perform specific types of work
in service of those objectives.

NGOs’ Roles in Volunteer Retention

The issue of keeping volunteers motivated has emerged
out of an identifiable trend in the loss of substantial
numbers of volunteers each year after serving only briefly
with their respective organizations. The trend is
somewhat puzzling and alarming. Eisner (2005) and
Michaels (2007) argued that while the record numbers of
volunteers have been offering their services to the work
of NGOs over the years, volunteer attrition is also higher
than ever. In fact, at least one-third of those individuals
who volunteer in a given year will not volunteer the next
year (Volunteer Retention, 2007). An analysis of how
long volunteers stay with their respective NGOs in
relation to their age shows that the older an individual is,
the longer he or she is likely to stay with the organization
(Volunteer Retention, 2007). The retention rate for
volunteers aged between 16 to 19 years is almost 20%
lower than the retention rate for individuals over 35 years
of age (“Volunteer Retention”, 2007). Those volunteers
who have the highest retention rate (69.9%) are adults
between the ages of 55 and 64 years of age (Volunteer
Retention, 2007).

Experts contend that more successful strategies for
retaining volunteers depend upon improved recruiting
and motivating strategies by NGOs (Dolnicar & Randle,
2007; Ellis, 1996). Such strategies take a wide number of
variables into account. For instance, due to the fact that
retention rates tend to be higher among older adults,
Brown (1999) has recommended that Non-Governmental
Organizations looking for volunteers willing to serve for
the long-term should concentrate on attracting volunteers
who are 35 years and older. By adding the age factor to
the list of ideal recruiting criteria, the likelihood of
attracting and taking on productive and committed



volunteers should be improved. Cheung et al. (2003)
noted that societies in which aging people are rapidly
increasing, elderly retired people provide a significant
resource and an invaluable pool of voluntary workers.
Cheung et al. (2003) concluded that the predictor of
short-term and long-term retention of volunteers was
perceived benefits of volunteer work. Satisfaction with
volunteer work was also found to be an important
variable influencing retention.

However with respect to aging volunteers, health status
mediated the association between degree of
volunteerism and expected service duration. According to
Ralston et al. (2005), the problem of volunteer retention is
growing at an alarming rate. Factors that influence the
retention of volunteers by NGOs includes being asked
personally to volunteer by organization leaders and
managers; involvement of family and friends; being
provided the opportunity to improve qualifications and
skills; being able to do volunteer work from home; and
flexible schedules and arrangements (Ralston et al.,
2000).

Skoglund (2006) agreed with the growing problem of
volunteer retention. She points out that retention and
turnover are most important factors to volunteer program
managers “...because they present serious problems for
organizations that depend on volunteers to execute their
mission statements”. High rates of turnover can hinder
the capacity of organizations to deliver quality or range of
services and programs. Skoglund (2006) concluded that
there are three important factors that influence the
retention among volunteers. The first factor is that
volunteers feel alone in their volunteer work (they need to
establish more friendships among other volunteers).
Secondly, there is need for increased attention with
respect to training and professional development, and
lastly there is need for opportunities to cultivate their role
identity. Meanwhile, Skoglund (2006) recommended that
the volunteer organizations should develop a support
group as well as ongoing training seminars. In this way
the organizations would be able to reduce volunteer
turnover and subsequently increase retention. This
author further recommended a longitudinal study be
conducted to monitor the long range influence the
suggestions would have on volunteers’ decision to leave.
In summary, there are a number of factors, situations,
and variables that influence retention as well as turnover
among volunteers, according to the available literature
(Boraas, 2003; Courtney, 2001; Farmer & Fedor, 1999;
Michaels, Volunteer Motivation 2007; Schondel & Boehm,
2000). The information has been compiled into a listing
and summarized as follows:

o Lack of affirmation by the organization.

o Attitudes of volunteers toward their assignments
and organizations.

o Volunteer burnout where the work is costly or
risky.

o Lack of necessary skills or experience.
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o Lack of organizational resources to achieve
mission.

. Motivation of the volunteer in conjunction with
motivation of the organization.

o Lack of personal development opportunity.

o Disconnection between volunteer motives and
the actual assigned work.

o Need for friends and family to support them in
their volunteer work.

. Lack of satisfaction with volunteering due to the

inability to develop friendships, share experiences,
communicate with others, and develop support groups;

o Lack of ability to cultivate role identity from the
volunteer activity.

o Lack of training and development opportunities.

. Perceived benefits of volunteer work

Factors that Contribute to Volunteer Attraction and
Retention

Although the work of the voluntary sector is growing, the
number of people volunteering is not increasing at a
comparable rate (Bussell & Forbes, 2002). In America, at
least one-third of individuals who volunteer in a given
year will not volunteer the next year (Volunteer Retention,
2007). Bussell & Forbes (2002) argued that the key to an
organization’s success in recruiting and retaining its
volunteers is to have an understanding of its target group.
Though there may be benefits which volunteers gain, one
is still no closer to understanding why some people
volunteer when others do not and why other volunteers
stay for a longer period of time in organizations while the
other do not.

Having acquired volunteers, volunteer organizations
must seek to retain their support. In a dynamic changing
environment, where the number of voluntary
organizations is growing and the volunteer pool is
diminishing, organizations must understand not only what
motivates volunteers to join but also what keeps them.
McPherson & Rotolo (1996) found that when competition
is intense, a group will have difficulty recruiting and
retaining members and when competition is low, groups
will be more likely to recruit and retain members. The
very composition of the organization is redefined as
members leave and new members are added. Retention
issues are also addressed by Mitchell & Taylor (1997)
who argued that retention is enhanced by positive
relations between paid staff & volunteers and Wilson &
Pimm (1996) explored the dynamics of staff and
volunteers.

Volunteers’ Motivation and Satisfaction

The issue of keeping volunteers motivated has been vital
in preventing the loss of substantial numbers of
volunteers each year after serving only briefly with their
respective organizations. There are a number of
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strategies that the nonprofit organization can implement
to increase volunteer motivation and retention. The
analysis of leader and volunteer personality styles
examined by Teplitz (2006) supports the development of
innovative strategies designed to both motivate and
retain volunteers. According to Teplitz (2006), when NGO
executives and volunteers effectively blend their
personality styles, they are able to develop a more
effective relationship style that will not only support
cooperation and performance at all levels, but will also
contribute to the motivation and retention of those
volunteers.

Meanwhile, Brewis (2010) argued that recruitment
strategies are essential to getting and keeping volunteers
involved, which translates to greater motivation and a
longer commitment to the NGO. One of the most effective
strategies is recruiting volunteers from the organization's
volunteer base to perform specific tasks based on the
qualities, interests, and strengths that they exhibit
(Cnaan, 1990). One of the best ways to keep volunteers
motivated is to capitalize on the fact that, in almost every
case, they work as motivators themselves.

Little (1999) considered that volunteers who effectively
support their organizations’ events must be considered
when it comes to developing strategies that support
motivation and retention. Those strategies should include
regular campaign meetings designed to keep all
volunteers and potential volunteers up-to-date on the
details of the campaign. Such meetings should include
the volunteer motivation disclosure of detailed and
accurate timelines and organizational charts that promote
understanding of the campaign and its goals (Little;
1999). With this kind of information clarified and in hand,
the volunteers who are needed to support major
fundraising events will understand when, where, and how
the event will take place, as well as the specific role that
they are expected to play in its successful presentation.
Better preparation of talented and qualified volunteers
tends to result in higher volunteer participation, and, by
extension, volunteer satisfaction and a commitment of
longevity to the organization (Brewis, 2010).

In addition to development and implementation of
recruitment strategies based on needs, skills, and
personality matching, volunteer retention can be
improved by recognizing that the volunteer’s role in the
accomplishment of a collective goal is itself a motivating
factor (Cnaan, 1990). Because volunteers are motivated
when they experience a sense of accomplishment, it is
imperative for organizations to discuss with its volunteers
the goals and objectives that they have set for their
participation (Australian Sports Commission, 2000).
Knowing goals and objectives is useless without knowing
the strengths of volunteers so that they can be aligned
with an area of participation that keeps them engaged,
productive and confident in what they do for the
organization. When volunteers fulfill those goals and
objectives, they should be praised and celebrated

(Cnaan, 1991). Just as acknowledgment of employees’
contributions helps keep them motivated and loyal, praise
and recognition motivate volunteers.

Another strategy for promoting volunteer retention is
offering volunteer motivation periodic training to
volunteers that will enhance their work within the
organization as well as their own personal development.
Training is an important strategy not only for motivating
volunteers to stay with the NGO, but also for helping
them to become as engaged and as productive as
possible (Polk, 2006). Increasing the knowledge and skill
levels of volunteers means that they will be able to
perform better, which translates to a sense of
accomplishment, and in turn fosters motivation to be
retained by the organization as a volunteer (Polk 2006).
The influence of training in motivating and retaining
volunteers is further increased by the organization’s
volunteer management strategy which involves reporting
to volunteers what their efforts have actually achieved for
the organization (Polk, 2006). The value of this strategy is
especially evident when it comes to the outcomes of
major fundraising events, where the amount of capital
raised is a clear indication to volunteers how well they
have performed and, just as importantly, their
significance to the organization.

Farrell et al. (1998) suggested that there is a linkage
between volunteer satisfaction, volunteer motivations,
and actual experience. The theoretical basis for this
linkage has been drawn from the consumer behavior
literature that suggests an individual’s satisfaction results
from a comparison between the rewards and costs of an
experience relative to expectation (Oliver, 1980; Wu,
2002). For example, consumers tend to purchase a
product or participate in a service based on their previous
satisfying experiences (Farrell et al., 1998). In this case, if
volunteers are satisfied and their motivational needs are
met, then they would likely come back to volunteer for
future events. The importance of fulfilling volunteer
motivations can be explained by the self-determination
theory (Deci & Ryan, 1985; Ryan & Deci, 2000).
According to self determination theory, individuals extend
general motivational orientations towards autonomy and
control. Autonomy involves acting with a sense of desire
on one's intrinsic or built-in interests and well-integrated
goals. The autonomy is positively associated to self-
actualization, private self-consciousness, ego
development, interest and self-esteem (Deci & Ryan,
1985). These autonomous and controlled motivations are
different depending on the underlying regulatory
processes and the accompanying experiences,
suggesting that individual's behaviors can be
distinguished in terms of the degree to which they are
autonomous versus controlled (Gagne & Deci, 2005).
Gagne and Deci (2005) suggested that both autonomous
and controlled motivations are intentional. Both authors
are opposed to a motivation plan involving a lack of
intention and motivation.



From self-determination theory perspective, individuals
are likely to be motivated and will volunteer for future
events to the extent that they experience psychological
need satisfaction. The satisfaction with volunteer
experiences may further lead to positive commitment to
the organization. From a managerial perspective,
satisfaction seems to be contingent on other elements of
the organizers’ role in event management (Farrell et al.,
1998). Thus, volunteer managers’ effort to satisfy
volunteers’ motivation should focus on understanding
what motivational factors most influence volunteer
satisfaction. Manager tasks should also be related to the
recruitment and training of volunteers in order to match
the interests and abilities of individuals and the tasks to
be performed (Williams et al., 1995).

Volunteers’ Attitudes

Only a few studies of volunteers have examined the issue
of personality traits and attitudes (Smith, 1994). Allen &
Rushton (1983) found that volunteer participation was
higher for individuals with a greater sense of worth and
higher self-esteem. According to Wuthnow (1991),
religion and strength of belief does not explain
volunteerism, although fundamental religious attitudes
increase the probability of and commitment to
volunteering. However, Hodgkinson (1995) contended
that since the level of volunteering is highest among
active church-goers, the Judeo-Christian teaching of
helping strangers can explain this tendency toward active
social volunteering. However, other studies on religiosity
and volunteering either did not find a significant
association between religious commitment and active
volunteering (Cnaan et al, 1993) or found that it is
moderated by the congregation's emphasis on secular
social ministry (Wilson & Janoski, 1995). Jackson et al.
(1995) found that participation in church groups increases
secular and social volunteering but attending church does
not.

Harrison (1995) tested the motivation of volunteers in
homeless shelters and found that the key determinant of
low absenteeism is the sense of moral obligation. In other
words, those who are committed to the cause of the
organization are more likely to come on time and not to
miss days of planned service. Gidron (1985) and
Lammers (1991) found attitudinal variables such as task
achievement, relationships with other volunteers, and the
work itself as the contributing factor towards volunteers
staying or leaving the organization. Chambre (1987) and
Wuthnow (1991) indicated that volunteers tend to have
higher levels of life satisfaction attributed to performance
and active involvement in volunteering than are
dissatisfied people. Those who are motivated to volunteer
tend to perform better and are more committed
(Zeigenhaft, 1993).

McGee (1988) noted that recognition and symbolic
incentive rewards can improve morale and productivity.
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These rewards have a deeper meaning which is greater
than the value of the prize itself and that award programs
create a positive attitude, bond volunteers with the
organization, and build commitment. Similarly, Zischka &
Jones (1987), based on a study of volunteer
ombudsmen, found that careful orientation to decrease
anxiety and role ambiguity is important in increasing
tenure and productivity of volunteers. Hollwitz and Wilson
(1993) suggested that careful selection through
structured interviews that focus on the job to be
performed helps increase tenure and satisfaction. Lafer
(1991) reported, in a study of hospice volunteers, that
volunteer attrition can be decreased if the volunteer
administrator carefully recruits and trains the volunteers,
helps them with work changeover, and provides
individual supervision. Similar findings were reported by
Stevens (1991) regarding elderly volunteers.

Many of the available guides for volunteer
administration stress the need for careful and planned
recruitment of volunteers, their orientation and screening,
their placement, supervising, and evaluation, as well as
providing them with symbolic rewards (Omoto & Snyder,
1993). The difficulty with these studies is that they have
no comparison groups, they are based on small samples,
and their methods are often weak. However, findings of
those studies taken together, suggest that concentrated
efforts of volunteer orientation, supervision, and most
importantly, symbolic rewards, leads to greater volunteer
retention, volunteer commitment, lower absenteeism, as
well as greater satisfaction ( Omoto & Snyder, 1993).
Since volunteers are not paid, they must be made to feel
that they are wanted, appreciated, and should be
invested in. Good volunteer management invests in all
stages of volunteer work from recruitment to evaluation
and provides means of symbolic rewards that intrinsically
enhance volunteer motivation, productivity and retention
(Gerhard, 1988).

Benefits of Volunteering

Volunteers offer valuable services to organizations.
Although the services of volunteers are not being paid
for, it is important that management of these programs be
efficient and effective. Even though volunteering can be
cost effective, it is not entirely cost free. If managed
effectively and efficiently, it requires an infrastructure at
all levels that will allow for training and appropriate
placement of volunteers. Governments may contribute by
supporting such infrastructure and if government is better
informed about the people who volunteer, it is likely to become
more aware about the effects of its policy legislation it
introduces both internally and external. According to Dingle
(2001), there is a growing awareness of how to create an
environment in which more spontaneous forms of unmanaged
volunteering can flourish and be promoted.

Dingle (2001), suggested that volunteering achieves
two important results: Firstly, it helps to create a stable
and cohesive society. By bringing people together to act
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for the good of the community, voluntary actions create
bonds of trust and encourage cooperation. Volunteering
also creates social capital. Glossary (2001), defines
social capital as the networks of relationships among
persons and institutions in a society, together with
associated norms of behavior, trust, cooperation that
enable the society to function effectively. People who are
powerless as individuals can get things done if they
volunteer together as a community. Dingle (2001) further
suggested that volunteering adds value to the services
that government provides. Many of the tasks that
volunteers undertake voluntarily, such as giving advice,
looking after children, caring for the sick, counseling are
valuable supplements in the care and support of the
HIV/AIDS patients, especially when hospitals or other
health institutions are battling to cope with the rapid influx
of patients either as a result of the lake of human
resources, funds or infrastructure.

Along with the benefits of volunteering for the potential
volunteers, there are also benefits for involving older
people as volunteers in organization. The following points
highlight a range of benefits to involving older volunteers
in an organization (Institute for Volunteering Research,
2008, Volunteer Development Agency, 2007):

» Maturity and experience which has been gained from
both inside and outside the workplace;

« Skills which have been built up through their life course;

 Availability - older people usually have more time to
spare and are more flexible in terms of when they work;

* Loyalty - older people contribute more hours than any
other age group and are more likely to be content with
their voluntary work and to stick with it;

* Numbers - there has been a steep rise in the number of
older people as a proportion of the population; this offers
a pool of available volunteers to tap into; and

* Older volunteers are often the be-frienders of choice for
many older people.

The Barriers to Volunteering

There are a range of issues which may act as particular
barriers for people becoming involved in volunteering.
Volunteers in both European and African countries face
almost similar barriers. Most of the barriers found in other
countries Ireland, Canada and the United States of
America are also common in the Zimbabwean context. In
Northern Ireland, rising costs of food and fuel is a barrier
to people becoming involved in volunteering activity
(Volunteer Development Agency, 2009). The ability to
travel is an important determinant in a person’s ability to
access to engage in community life; this includes
accessing services or socializing with friends, community
groups or voluntary opportunities. People are much more
likely to give lack of transportation as a reason for not
volunteering (Fischer and Shaffer 1993).

In Canada, there are also some barriers that prevent
people from volunteering. According to the results of the

National Survey of Giving, Volunteering and Participating
(NSGVP) (2000), the most common reason that
volunteers give for not volunteering is lack of time (Hall et
al., 2001). The likelihood of citing some barriers varies
according to a variety of personal and economic
characteristics. For example, older volunteers say that
health problems prevent them from volunteering more
while volunteers with lower household incomes cite cost
as a barrier to volunteering. Core volunteers much more
likely than others report that they do not volunteer
because they have already made a significant
contribution.

The effectiveness of volunteer’s efforts is important to
his or her level of satisfaction, which in turn influences his
or her decision about whether to continue volunteering.
When volunteers do not see themselves as being
effective in helping the organization to achieve its goal,
they are generally not satisfied with their volunteer
experience, which may cause them to stop volunteering.
Smith’s (1994) noted that the duration of a volunteer’s
participation is determined, in part, by whether his or her
value within the group or organization is affirmed. Grube
& Piliavin (2000) suggested that volunteer retention is
related to the extent to which volunteers perceive their
role as important to the success of the organization’s
mission and whether they see themselves as meeting the
expectations of others. Volunteers who develop a specific
role identity within an organization, and who receive
recognition for their volunteer efforts, are more likely to
experience increased self-esteem associated with their
volunteer activities and therefore, continue to volunteer.
Self-esteem, a sense of worth, and volunteer longevity
have also been connected to the establishment of a
strong social network through volunteering (Omoto &
Snyder 2002; Wilson 2000).

METHODOLOGY

The research design of this study was descriptive and
sought to assess the importance of community
volunteers, their roles, and their participation in poverty
reduction projects; the factors that contribute to their
attraction and retention, and the strategies that Non
Governmental Organizations use to motivate them. The
researcher opted to use a descriptive research design
because the descriptive approach is quick and practical
in terms of the financial aspect, and the method can
obtain first hand data from the respondents. Moreover,
this method allows a flexible approach, thus, when
important new issues and questions arise during the
duration of the study, further investigation may be
conducted. The researcher relied mainly on secondary
data obtained from SOS Children’s Village field officers
through a written structured questionnaire complimented
by face to face interviews. Primary data was collected
from SOS community volunteers and projects



beneficiaries (children’s caregivers) through a written
structured questionnaire being complimented by
interviews and focus group discussions.

Target Population

The target population was carefully selected to cover all
stakeholders involved in the research topic. SOS
community volunteers in Mzilikazi and Makokoba were
targeted. SOS Children’s Village field officers were also
targeted from the volunteer management perspective.
Also targeted were children’s caregivers who are the
project beneficiaries. SOS field officers were targeted to
investigate their knowledge and experience on the
importance of SOS volunteers and volunteers’
participation in poverty reduction projects, the role that
NGOs play in attracting and retaining volunteers, how
they motivate volunteers, and the attitudes of volunteers
towards their work. Volunteers were targeted to
investigate what motivates them to participate and give
their time to volunteering, their opinion on the importance
of their roles and participation as well as investigating
their attitudes towards charity work. The children’s
caregivers were targeted to investigate their experience
on how they find volunteers’ work beneficial to them and
to investigate their opinion on the attitudes and motivation
of volunteers during care giving.

Sample Size

The sample was pegged at 30% of the population as the
standard and recommended practice, according to Law,
et al (2003). Every member of the population had an
equal chance of being selected for the study. The sample
size was 52 stakeholders and broken down as follows:

) 4 SOS Field officers
. 18 Community Volunteers
. 30 Children’s Caregivers

The researcher dispatched 4 questionnaires to field
officers, 18 questionnaires to community volunteers, and
30 questionnaires to children’s caregivers (adult project
beneficiaries). The field officers were very cooperative
and assisted in the distribution of the questionnaires. The
researcher had earlier on created a good rapport with
field officers. Interviews with field officers and focus group
discussion with community volunteers and children’s
caregivers were done only to complement the
guestionnaires. The field officers also assisted in
mobilizing community volunteers and caregivers for focus
group discussions.

Methods of Data Collection

Creswell (1994) noted that in a case study, the
researcher explores a single entity or phenomenon (the
case), bounded by time and activity like a program,
event, institution, or social group and collects detailed
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information through a variety of data. In this study, the
researcher employed a qualitative approach to data
collection. The researcher collected and analyzed both
primary and secondary data material. Primary data was
collected by the researcher specifically for this research.
Secondary data was used to complement the findings
from the primary data sources and is data collected from
other sources, which are secondary to this particular
research. Secondary data is the cheapest and easiest
means of access to information. Data was collected from
three groups of people, namely SOS field officers; the
SOS community volunteers, and Children’s caregivers.
Three data collection methods were identified and used
as tools for data collection; and these were structured
questionnaires being complimented by interviews and
focus group discussions.

Primary Data Collection Methods

The researcher used the following primary data collection
tools during the study:

. The questionnaires
. Interviews
. Focus group discussions

Schedules of questionnaires were hand delivered to key
informants. Field officers whom the researcher created a
very good relationship with were helpful in hand
delivering the questionnaires to volunteers and
caregivers. The field officers were also helpful in
mobilizing caregivers and volunteers for focus group
discussions. The interviews and focus group discussions
were used to complement the questionnaires in area that
need clarification and further explanations and this
proved to be useful to the research.

Ethical Considerations

As this study required the participation of field officers,
community volunteers, and children’s caregivers’
respondents, certain ethical issues were addressed. The
consideration of these ethical issues was necessary for
the purpose of ensuring the privacy as well as the safety
of the participants. Among the significant ethical issues
that were considered in the research process included
permission and confidentiality. In order to secure the
permission of the selected participants, the researcher
communicated all important details of the study, including
its aim and purpose. By explaining these important
details, the respondents were able to clearly understand
the importance of their role in the completion of the
research. The respondents were also advised that they
could withdraw from the study even during the process if
they so wished. The participants were therefore not
forced to participate in the research. The confidentiality of
the participants was also ensured by not disclosing their
names or confidential personal information in the
research. Only relevant details that helped in answering
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the research included in the

guestionnaires.

guestions  were

RESEARCH FINDINGS

The following is a summary of findings on the importance
of community volunteers and their participation in poverty
reduction projects, the roles of community volunteers and
their motives to volunteer, the roles of NGOs, volunteers’
incentives, attraction and retention, volunteers’
motivation, satisfaction and attitudes, the benefits of
volunteerism to the community and barriers that hinder
volunteers to participate in their voluntary work.

The Importance of Volunteers and their Participation

There was a relationship between volunteers’
participation and the sustainability of poverty reduction
projects. It was proved that the involvement of community
through volunteers was critical for projects to remain

operational even after donor withdrawal. Due to
resources constraints, SOS programmes faced
operational challenges which forced it to engage

volunteers in order be able to implement its programmes.
Thus volunteers offered their time, labour and skills at no
cost in order to complement full time staff, assist in
meeting the organization’s goals, assist in empowering
the community, assist in reducing poverty, and ensuring
the sustainability of projects.

Volunteers’ Roles and their Motives to Volunteer

Volunteers played many roles in SOS’s poverty reduction
projects. The roles played were as follows: Linking
beneficiaries with the organization and vise-versa,
providing counseling and advice to the beneficiaries,
assessing the quality of life of the beneficiaries and
making recommendations on possible measures to be
taken, updating field officers on welfare issues of
beneficiaries, educating the community on children’s
rights, identifying the needy children for assistance and
providing care for the under privileged children.
Volunteers were not only motivated to volunteer by the
incentives offered but by the desire to help others,
personal satisfaction, interest in the organization,
prospects of employment opportunities, sense of
accomplishment and the altruistic motives as well.

The Roles of NGOs in Attracting and Retaining
Volunteers

Since many volunteers lacked skills and necessary
competencies to perform certain tasks, SOSs provide the
necessary training both on the field and off the field. The
in turn attract unskilled volunteers to the organization and
helps to retain those already in the organization. Offering

of training become a motivational tool which SOS use to
recruit more staff and keep those within for a long time. In
addition to training courses offered, SOS also create
open lines of communication and a friendly working
environment so that volunteers may stay happy at all
times during the discharge of their duties.

Incentives Offered to Volunteers

Though not enough, there were incentives being offered
by SOS to its volunteers. The incentives were in form of
food packs, hospital/clinic assistance, and school fees for
children. These incentives contributed to the
maintenance of high levels of volunteers’ retention
against low volunteers’ turnover.

Volunteers’ Motivation, Satisfaction and Attitudes

Most of the volunteers were motivated in working for SOS
whist few of them were not motivated. The motivations
were due to the incentives offered while those who were
not motivated had part of their expectations not met. The
incentives offered also improved the levels of job
satisfaction. Volunteers who hand their expectation not
met by the organization were not satisfied. High levels of
motivation and satisfaction led to positive attitudes of
volunteers towards their work. Low levels of motivation
and satisfaction led to negative attitudes of volunteers
towards their work.

Benefits and Barriers to Volunteering

There were benefits of volunteering to the community
such as improving social services, assisting in giving care
to the less privileged, helping in reducing poverty in the
community, helping to improve oneness and corporation
within the community, helping in building up skills which
are essential resources for community development, and
ensuring the sustainability of poverty reduction projects.
However, barriers that hindered volunteers to effectively
carry their voluntary work were the rising cost of living,
lake of time, lack of volunteer appreciation, and health
problems.

CONCLUSIONS

A number of conclusions on the findings of the study
were drawn and these were based on the research
guestions.

The Importance of Community Volunteers

It was concluded that SOS community volunteers were
very important in poverty alleviation projects. This was
confirmed by what was revealed in the literature review
that Non Governmental Organizations and the state have



got no full capacity to support social services; hence
volunteers step up and assist to distribute those services.
This makes them very important development players.
According to Dingle (2001), South Africa had a scarcity of
manpower and that affected the health care system. As a
result, nonprofit organizations that were severely
stretched because of relying on paid staff were
persuaded to change their minds by seeing evidence of
what volunteers achieved. In that way, they started to
incorporate the services of older people or those with little
or no literacy (Dingle, 2001). This clearly shows that
community volunteers are very important for the
sustainability of NGOs’ poverty reduction projects.

The Importance of Volunteers’ Participation

The sustainability of any project initiated to meet the
specific needs of the local poor communities depends on
the level of community participation, through community
volunteers in project planning, implementation, evaluation
and decision-making. It was therefore concluded that the
participation of volunteers in development projects is of
much essence. This can be linked to Bussell & Forbes
(2002) who argued that the key aspects of the welfare
state and community development are now dependent on
the voluntary sector and volunteer involvement.

Penderis (1996) views participation as a voluntary
contribution in planning projects, participation in decision
making, implementation of projects, monitoring and
evaluation of programs as well as benefits sharing. For
any project to be successful, it should involve the local
community, who in turn would support it by various
resources like labour, skills, capital and indigenous
knowledge. Volunteers are part of the community and
they represent the community. Meanwhile, McCurley
(2007) identified causes of the decline in volunteer
participation. Issues of economic challenges, time
constraints, social and family concerns were sighted as
the causes of the decline.

The Roles of Community Volunteers in Poverty
Reduction Projects

From the research, conclusions can be made that
community volunteers play various roles in poverty
reduction projects by linking beneficiaries with the
organization and vise-versa, by proving counseling and
advice to the beneficiaries, assessing the quality of life of
the beneficiaries and make recommendations on possible
measures to be taken, by updating field officers on the
welfare of beneficiaries, by educating the community on
children’s rights, by identifying the needy children for
assistance and by providing care for the under privileged
children.

This confirms what was discovered in the literature
review that volunteers’ roles vary from organization to
organization. According to SOS Children’s Villages
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(2011), SOS volunteers’ roles are to provide educational,
health, psychosocial support, and community economic
empowerment. Volunteer Now (2011) statedthat the main
volunteer’s roles largely involves one to one work with
clients. This is a very technical role which requires a
great deal of skill and knowledge. Volunteer activities
take many forms; involvement in voluntary associations,
activism, focusing on social change, counseling,
providing care, assisting program staff, and caring for the
needy (Wilson 2000).

According to Tyler (1965), volunteers provide
encouragement and reassurance to children and the
youth who are trying to learn something or undertaking
an activity which seems difficult to them. Tyler (1965)
further notes that volunteers serve as a means of
communication in both directions between professionals
and the clients served by the organization. Most
organizations suffer from faulty communication. The
community knows too little about the programs of the
agency and often has serious misconceptions of them.
On the other hand, the professional staff has too limited
an understanding of the goals, activities, and beliefs of
the community; hence programs often miss their mark:
clients’ needs may be neglected unconsciously and many
efforts of both the community and organization staff are
wasted because each knows too little about each other.
As a result, volunteers frequently fill an important role in
increasing and improving communication between
program clients and the agency (Tyler, 1965).

Volunteers’ Motives to Volunteer

The conclusions that can be made from the findings on
volunteers’ motives to offer their time and labour to community
work are that volunteers are motivated by personal satisfaction,
interest in the organization, sense of accomplishment, the
desire to help others, altruistic motives and the desire to
enhance their career prospects. This can be linked to Clary,
(1998) who underscored that people engage in volunteer
work in order to achieve important psychological goals,
and that different individuals will be seeking to satisfy
different motivations through volunteer activity. Clary (1998)
suggested that people may be attempting to satisfy a ‘values
function’, whereby they participate in volunteer work to express
and act on values important to themselves, for example;
humanitarian values or altruistic concerns.

Esmond & Dunlop (2004) concurred with some of Clary
(1998)’s views and identified similar and other volunteer
motives as follows; satisfying humanitarian obligation to help
others or showing empathy for others, concern for and worry
about the community, seeking career-related
benefits/connections, skills or experience; desire to better
understand how to help others in society or exercise skills that
are unused, desire to feel better about oneself , attracting good
things to oneself, needing recognition of one’s skills and
contribution, and meeting the expectation of others.

Whilst volunteers are motivated by altruism, they are
also motivated by the possibility of reciprocal assistance
in the future (Clary el a 1998).
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This is based on the realization that what is happening to
their beneficiaries may happen to them in the future and
will therefore need similar support. It is also typical of
Zimbabwean volunteers to use volunteering as a
stepping stone towards securing employment (The Strive
Times, 2004). Volunteering therefore gives volunteers the
necessary exposure and experience which will count in
their favor when looking for employment.

The Roles Played by NGOs in Attracting and
Retaining Volunteers

The findings concluded that Non Governmental
Organizations play a very important part in attracting and
retaining volunteers in an organization by offering training
courses to volunteers, motivating volunteers and creating
a friendly working environment. Prior in the literature
review, it was discovered that the roles played by Non
Governmental Organizations in attracting and retaining
volunteers were making volunteers to feel home in their
volunteer work and to establish more friendships with
volunteers (Skoglund, 2006). Skoglund (2006) further
noted the need for increased attention with respect to
training and professional development, and lastly, to
develop strategies that support motivation of volunteers
(Little, 1999).

Volunteers’ Motivation

The conclusions drawn from the findings revealed that
the issue of keeping volunteers motivated has been vital
in preventing the loss of substantial numbers of
volunteers each year after serving only briefly with their
respective organizations, and in attracting new volunteers
to the organization. The other conclusion that was drawn
from findings was that volunteers were motivation by the
incentives such as food packs, medical assistance,
training courses offered, school fees for children and
career opportunities. However, older volunteers were not
only motivated by the incentives they get but the desire to
desire to help others and also stay occupied. Younger
volunteers were found to be motivated mostly by better
prospects of employment opportunities in the future and
meaningful incentives.

Polk (2006), argued that promotion of volunteer
retention is enhanced by offering periodic training to
volunteers that will enhance their work within the
organization as well as meeting their own personal
needs. Training is an important strategy not only for
motivating volunteers to stay with the NGO, but also for
helping them to become as engaged and as productive
as possible. In Canada volunteers receive a number of
personal benefits from volunteering and they have these
benefits in mind when they decide to volunteer (Hall et
al., 2001). This is particularly true for youth and
unemployed persons, many of whom volunteer to
improve their employment prospects (Hall et al., 2001).

The top benefits of volunteering are interpersonal skills
improvement and better communications  skills
development (Canadian Centre for Philanthropy, 2004).
Clary et al. (1992) argued that volunteers are motivated
differently across age groups depending on the benefits
they might receive. Okun & Schultz (2003) concluded that
young people volunteer to expand their social network
while older adults volunteer to maintain their emotional
well-being.

Volunteers’ Satisfaction

It was concluded that most of SOS volunteers were
generally satisfied owing to incentives being offered by
SOS Children’s Village. Few volunteers were not satisfied
owing to the fact that most of young volunteers were
interested in full time jobs with better remuneration and
incentives. The conclusions are in variance with what
was discovered in the literature review, that volunteers in
Latin America are satisfied with their efficacy, the relative
prestige of the organization , open communication within
the organization, an environment of positive feedback
and affirmation, opportunities for self-improvement,
establishing interpersonal relationships in the community,
and an organizational environment that embraces open
decision-making, conflict resolution, and attention to
group process (Cuskelly, 1998, Martinez & McMullin,
2004)).

Volunteers’ Attitudes

The conclusions drawn were that most SOS volunteers’
attitudes were generally positive toward their work owing
to the incentives offered and that there was a relationship
between their attitudes and their retention. Few
volunteers were having negative attitudes towards their
work owing to the fact that most of young volunteers were
interested in full time jobs with better remuneration and
incentives. The conclusions tally with the discussions
from the literature review on which McGee (1988) noted
that incentive rewards can improve morale and attitudes
towards productivity. MacGee (1988) further argued that
these rewards have a deeper meaning which is greater
than the value of the prize itself, and that the awards
create positive attitudes, bonds volunteers with the
organization, and builds commitment.

Benefits of Volunteering to the Community

It was concluded that volunteering benefits the
community in many forms; by improving social services in
the community, by assisting governments and NGOs in
giving care to the less privileged and helping to eradicate
poverty in communities. It was further concluded that by
volunteering, oneness and cooperation amongst
community members is enhanced while skills essential
for community development are build. The last



conclusions drawn were that volunteering ensures the
sustainability of poverty reduction projects in
communities. In the literature review, Dingle (2001)
suggested that volunteering adds value to the services
that government provides. Dingle (2001), further argued
that volunteering achieves two important results: Firstly, it
helps to create a stable and cohesive society by bringing
people together to act for the good of the community.
Secondly, voluntary actions create bonds of trust,
encourage cooperation, and also create social capital.

Barriers to Volunteering

The research study concluded that there were barriers
faced by volunteers when offering their time and labour
towards poverty reduction projects. The barriers faced by
volunteers include health problems, rising cost of living,
lack of time, and failure by the NGOs and the community
to appreciate and recognize the efforts of volunteers.
Such barriers affect the smooth operation of development
projects thereby compromising the sustainability of
poverty reduction projects in communities. The
conclusions on the barriers to volunteering is linked to
Hall, (2001)’s findings on the results of the National
Survey on giving, volunteering and participating
conducted in the year 2000, which stated that volunteers
in Canada face health problems, lake of time and rising
cost of living as major barriers they encounter when
carrying out their voluntary works.

RECOMMENDATIONS

Based on the research findings and observations made
by the researcher, the following recommendations are
made:

> Government and Non Governmental
Organizations should put policies in place that would
allow for adequate resources to be mobilized towards the
voluntary sector so as to promote community
participation in poverty alleviation projects, thereby
achieving the millennium development goal number one
of poverty reduction.

> SOS should conduct periodic workshops for all
community leaders on the importance of community
volunteers and the importance of their participation in
development projects, so that volunteers may get
maximum support from the community leaders and other
stakeholders. Maximum support for volunteers would
ensure their motivation, commitment and dedication
towards community work.

> Volunteers should be fully involved in all projects
planning, implementation and evaluation to enhance
community involvement in poverty reduction projects so
that sustainability may be achieved.

> Volunteer managers should conduct periodic
training for volunteers across the organization in order to
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improve efficiency and quality service delivery, as well as
attracting other volunteers to the organization.

> SOS should introduce a performance appraisal
system for volunteers in order to identify performance
gaps and training needs of volunteers. This would help to
generate more information regarding volunteers’
perceptions, attitudes and behaviors towards their work
and enhance behavior change for volunteers.

> SOS should effectively use training as a
developmental tool for its volunteers in order to attract
and retain more volunteers to the organization.

> Management should promote effective
communication and feedback in order to keep volunteers
aware of new developments in programs.

> Community volunteers should be consulted and
involved in decision making, especially on issues that
affect them, and also increase their autonomy and control
over their work in order to motivate them to become more
productive, show commitment and draw satisfaction from
their work. This will assist in retaining volunteers to the
organization.

> SOS should come up with recruitment policies
that would allow its volunteers to be given the first
preferences when there are job openings within the
organization in order to attract and retain young
volunteers to the organization.

> SOS should introduce volunteers’ stipends and
improve their health incentives in order to motivate,
satisfy, attract and retain volunteers to the organization,
as well as overcoming some barriers to volunteering such
as the rising cost of living and health problems. The
attraction of volunteers from outside would help to bring
new ideas and skills to the organization.

> More research is necessary to evaluate the
effectiveness of volunteers’ participation for the
sustainability of poverty reduction projects in Zimbabwe.
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