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This report presents the findings of the volunteer component of the recent
Nonprofit Employee and Volunteer Staff Satisfaction Survey commissioned by
Windsor Recruitment. The survey represents one of the first stages of a
benchmarking project which aims to capture vital information about a variety
of issues impacting nonprofit organisations in Australia.

The major goals of this survey were to capture information relating to:
e The values that are regarded as important by organisations and

teams/work units, and how these align with the values of volunteers

e Voluntpercéptions of their or
humanistic identity

e The types of activities and sectors engaged

e Volunteersod6 opportunities for
¢ Availability of rewards and recognition for performance

e Issues of volunteer job satisfaction, turnover and retention

e Volunteerso6 identification with
e Organisational strengths and areas for improvement

e Reasons for volunteering

The Australian Centre for Philanthropy and Nonprofit Studies was engaged to
develop the survey. In addition to your organisation, a number of other
Australian nonprofit organisations participated in the survey. Following the
drafting of the survey, representatives from six organisations were
approached to provide feedback as to issues that the survey could
additionally capture and ensure that existing questions were appropriate.
Amendments were subsequently incorporated into a survey that was placed
online on a secure QUT internet server. In total, 99 volunteers from eight
nonprofit organisations completed the survey.
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Age and Gender

Participant age ranged from 16 to 79 years, with a mean age of 49 years (six
participants did not record their age). There was roughly the same proportion
of males (45.5 percent) and females (48.5 percent) in the sample, with 6.1
percent of participants not indicating their gender.

Volunteering Demographics

Please note: as a number of volunteers completed the employee version of
this survey, many responses to the following questions that were only
included in the volunteer survey are missing. As such, the responses reported
to these questions may be less than the overall participation rate.

The vast majority of respondents (95 percent) indicated that they volunteer on
a frequent and regular basis, for a number of hours from week to week. The
remaining 5 percent of participants reported volunteering occasionally as
projects they are interested in become available. Participants reported
volunteering from zero to 40 hours per week, with an average of 9.57 hours
per week.

Participants were asked how long they had spent continuously volunteering in

their organi sati on, in their current or gart
roe. Ascan be seen in the graph bel ow, partici
fell into five categories. The graph below displays the percentage of

participants in each category.
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Educational Qualifications

Participants were asked to nominate their highest level of education. The
chart below shows the percentage of participants in each response category.
The most common qualification was a degree, followed by year 12 certificate.
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Position in Organisational Hierarchy

Participants were asked to rank their positonswi t hi n t heir organi sat
hierarchies from line worker/base worker to executive/board member. The

chart below represents the percentage of participants in each category. The

majority of volunteers in this survey identified themselves as line

workers/base workers.
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A broad range of indicators were employed in the survey to capture
v o | u n tpereeptiend of workplace performance-related constructs. In the
following sections of the survey, participants were asked to rate their
agreement with survey items using a scale from 1 (Strongly Disagree or Little)
to 5 (Strongly Agree or A Lot). As such, in the graph below, higher ratings
indicate more of the particular variable being asked about.
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Each indicator is discussed in greater detail below.

Supervisor Feedback and Supervisor Support

In this section, volunteers were asked four questions about the quality and
frequency of feedback they received from their direct supervisor. ltems were
rated using a 1 (fistrongly di Asxanbe e o)
seen in this graph below, not including people who neither agreed nor

disagreed, the majority of participants (51 percent) tended to agree or strongly
agree that they receive regular, adequate and honest feedback on their
performance from their direct supervisor.
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Three items examined the support volunteers feel they receive from their
supervisors. These items include 6supervi so
feelings, personal needs and interests. An example item is, (Mii supervisor)

considers my personal feelings when implementing actions that will affect

me . O carAb® seen in the graph below, 66 percent of volunteers

agreed/strongly agreed with the supervisor support items, potentially

suggesting a high perceived level of support. Conversely, 10 percent of

volunteers disagreed/strongly disagreed. Overall, levels of support are high

and favourable.
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Rewards

Six questions were included on recognition and rewards in the workplace from
supervisors and the organisation. = An e x a mpMyeffoit at wank isi s i
recognised by my organisation. 4 As <can
percent of participants tended to agree or strongly agree that they are

recognised and rewarded for good work by their supervisor and their

organisation as a whole. Overall, volunteers report moderately high

perception of rewards. This result could be higher and represents a potential

area for development.

Recognition and Rewards
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