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Abstract

Volunteer contribution has been indispensable for successful sport events. Many studies have been conducted to
understand motivations of volunteers. However, investigation of volunteer satisfaction for sports events has been left
untouched. The present study attempted to make the first step in filling this research gap. Quantitative survey was conducted
among 314 volunteers for 2007 Special Olympics World Summer Games. The results indicated that volunteers were nearly
satisfied with their work (M=3.49, SD=0.50). And they were more satisfied with the sense of “my contribution was valuable”
(M =4.10, SD=0.82), “sense of achievement” (M=4.00, SD=0.91), “I accumulated useful experience in the service” (M=3.98,
SD=0.86) and “mutual support among colleagues” (M=3.92, SD=0.87). Volunteers with very much knowledge about persons
with ID tended to have significant higher satisfaction than those without or with little of certain knowledge (F=3.28, df=2,
p<.05). Volunteer job satisfaction was significantly associated with their perceived work stress (r=-.33, p<.001). Volunteers who
perceived lower stress tended to be more satisfied.
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Introduction service within U.S. was about 3.16 billion hours. If

every volunteer hour would have been paid the minimum

Volunteers have been indispensable humane resources
for many service-oriented not-for-profit organizations and
large-scale events. According to the latest report issued in
January, 2008 by the Department of Labor of the United
States, during the year of 2006-2007 the total volunteer

wage, it would approximately cost US$16.28 billion.
Without volunteers, many non-profits would be hard to
operate effectively. Regarding sport events, take Olympic
Games as an example, 34,500 volunteers were recruited

to work for the Barcelona Olympic Games, 60,000 for
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Atlanta Olympics, 47,000 for Sydney Olympics, 45,000
for Athens Games, and 100,000 for Beijing Olympics and
Paralympics. It’s unimaginable that how the Games would
be like if without volunteer contributions. Sports events
are usually very labor intensive. They rely very much
on volunteers to provide a variety of essential services,
such as liaison, transportation, translation, medical services.
Just as Dr. Jacques Rogge, the President of International
Olympic Committee, said, “... without [volunteers], sport
and Olympism would be orphans. It would not be
possible to organize the Olympic Games and competitions
at all levels without volunteers’ commitment and
dedication” (2001, p. 1).

Due to the importance of volunteering, numerous
research studies have been conducted to investigate the
motives and barriers in volunteering (Auld, 2004; Chun,
2003; Liao-Troth, & Dunn, 1999; Yeung, 2004). However,
less light was shed on whether the volunteer experience
was positive or negative. Whether volunteers feel satisfied
or not with their work? What might contribute to
their satisfaction? These issues were comparatively less
investigated (Reeser, Berg, Rhea, & Willick, 2005). Many
management studies implied that job satisfaction was
positively correlated with commitment, and job satisfaction
was a significant predictor to turnover intention (e.g.,
Tett & Meyer, 1993). Therefore, there is a crucial need
to understand volunteer job satisfaction, hopefully to find
out strategies to enhance commitment and retain good

volunteers.

Especially for Special Olympics, who aims to
provide sports training and competitions to persons with
Intellectual Disabilities (ID), “relies on volunteers at all
levels of the movement to ensure that every athlete
is offered a quality sports training and competition
experience” (Special Olympics, 2008). Allover the world,
Special Olympics has received assistance from more than
700,000 volunteers which makes the movement possible
and growing steadily and rapidly. In October, 2007,
Special Olympics World Summer Games (SOSG) was
held in Shanghai. 40,000 volunteers were recruited to
serve the Games. Were they satisfied toward their service?
What were the major areas that they were most satisfied
or most dissatisfied? How could we measure their job
satisfaction? What improvement could be made so as
to enhance volunteer job satisfaction and retention? The

present study aimed to find out the answers.

Asian Journal of Physical Education & Recreation Vol.15 No.2

Methods

Participants

The SOSG 2007 recruited both overseas and local
volunteers, but mainly local Chinese speaking residents
of China, therefore, the participants of this study were a

group of Chinese volunteers who served in the Games.

Instrument

The present study adopted a quantitative approach.
A survey questionnaire was used for data collection.
The questionnaire was composed of three sections. The
self-developed Volunteer Job Satisfaction Scale (VJSS)
consisted of 19 five-point Likert type items to measure
job satisfaction, with 1 represented “very dissatisfied”, 3
for “average” and 5 for “very satisfied”. The VIJSS was
developed on the basis of the Minnesota Satisfaction
Questionnaire Short-form (1977) and the question items
were modified based on the extensive literature review.
Another section was the Perceived Stress Scale (PSS)
developed by Cohen, Kamarck and Mermelstein (1983),
which was a 14-item five-point Likert type scale with 1

99

representing “never experienced” and 5 representing “experienced
very often”. The last section was demographic information.
The PSS was translated into Chinese because the target
participants were all Chinese speaking. Back-translation
method was used to ensure the scale content would be

identical with the original.

The questionnaire was reviewed and piloted on
20 students with volunteer experience for layout and

readability before actual data collection.

Procedure for Data Collection

The questionnaires were distributed to the participants
by research assistants one to two days before the end
of the volunteers’ service period. They were asked to
complete the questionnaires on site and then return to the
research assistants.
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Results

Demographics of Participants

Among the 314 participants, there were 195 females,
119 males, and another 9 did not report their genders. In
terms of age distribution, 85.4% (n = 268) were between
18 years old to 24 years old, 10.5% (n = 33) were
between 25 years old to 34 years old. About 93.6% (n
= 294) were single. Students constituted 91.1% (n = 286)
of the sample and 5.1% (n = 22) were full-time job
holders.
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Amongst the participants, 78% (n = 245) reported
having some knowledge about persons with intellectual
disabilities (ID) before they applied to be volunteers and
20.7% (n = 65) did not have such knowledge.

Out of the 314 participants, 68.5% (n = 215) did
not have any volunteer experience at all before the SOSG
2007 and 72.6% (n = 228) of them did not have any
interaction with persons with ID prior the Games.

The total days the volunteers served in the Games
varied from 1 day to 61 days depending on the job they
were assigned to. Most of them worked from 5 to 14
days (86.6%). The various job posts of the Games held
by the participants is presented in Table I.

Table 1. Job Posts of the Participants during 2007 Special Olympics World Summer Games.

Job post Frequency Percent*
Athletes accompany 70 22.3
Reception 69 22.0
Competition venue guide 55 17.5
Interpretation 55 175
Medical service 28 8.9
Messenger 17 54
Accommodation 16 5.1
Liaison 15 4.8
Referee assistant 11 3.5
Secretary 4 1.3
Tour guide 4 1.3

* Do not add up to 100% due to duplications.

Reliabilities of the Scale

The Cronbach’s Alpha for the Volunteer Job
Satisfaction Scale was .89, which indicated high internal
consistency. The Perceived Stress Scale was a mature and
frequently used reliable instrument for measuring perceived
stress. The reported reliability coefficients from previous
studies ranged from .76 to .86 (Cohen, et al., 1983;
Khayat, 2007; Ramirez & Hernandez, 2007). For the
present study, the internal consistency was also acceptable (alpha
= .81).

Volunteer Job Satisfaction

The results indicated that the general job satisfaction
value was between “average” and “satisfied” (M = 3.49,
SD = 0.50), indicating the volunteers generally were
nearly satisfied with the service in SOSG 2007.

No gender difference in job satisfaction level was
found. However, significant difference was found among
groups of without knowledge about persons with ID, with
little knowledge, and with very much knowledge (F = 3.28,
df = 2, p < .05). Volunteers with very much knowledge
about persons with ID tended to have highest satisfaction
with their service (M = 3.64, SD = 0.56).
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Pearson Correlation test showed that volunteer job
satisfaction was significantly associated with their perceived
work stress (r = -.33, p < .001). Volunteers who
perceived lower stress tended to be more satisfied.

Descriptive analysis indicated that volunteers were
more satisfied with the sense of “my contribution was
valuable” (M = 4.10, SD = 0.82), “sense of achievement” (M
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= 4.00, SD = 0.91), “I accumulated useful experience in
the service” (M = 3.98, SD = 0.86) and “mutual support
among colleagues” (M = 3.92, SD = 0.87) (see Table 2).
On the contrary, volunteers were less satisfied concerning “sufficient
information about related schedule” (M = 3.08, SD = 0.97)
and “smooth communication with the management” (M = 3.05,
SD = 0.96).

Table 2. Volunteer Job Satisfaction of 2007 Special Olympics World Summer Games.
Mean SD
My contribution was valuable 4.10 0.82
I had a sense of achievement in volunteering 4.00 0.91
I accumulated useful experience through the service 3.98 0.86
Mutual support with colleagues while in difficulties 3.92 0.87
My preparation 3.85 0.78
I enjoyed the process of volunteering 3.83 0.87
Cooperation of the participants 377 0.76
The fit between me and the allocated job 3.58 0.83
Working instructions for my post 3.49 0.85
Job allocation 334 0.88
Support received from relative departments while in difficulties 3.25 0.87
Being praised for good performance 3.25 0.88
Other welfares (e.g., uniform, meals, transportation) 3.23 1.00
Efficient information delivery 322 0.95
Training 321 0.89
Concern showed by the event organizers 3.17 0.95
Working time arrangement 3.12 0.93
Sufficient information about related schedule 3.08 0.97
Smooth communication with the management 3.05 0.96

Discussions and Conclusion

Generally, this study confirmes with previous research
findings that volunteers were satisfied with their voluntary
service in general (Dwiggins-Beeler, Spitzberg, & Roesch,
2006, Luthy & Schrader, 2007; Reeser, et al., 2005).
The results implies that volunteers who already had very
much knowledge about persons with Intellectual Disability
prior the SOSG tend to feel more satisfied with their
volunteer service. This shows how important it is to train
volunteers before they embark on the work, especially
for those who would work with individuals with certain
special needs, such as individuals with ID, or with
physical disabilities, and senior citizens. Because not all
volunteers have opportunities to interact with people with
special needs in their life, many of the volunteers, if

not most, are not professionally trained to work with

them. Therefore, sufficient training should be provided
not only on the working procedures, role allocations
during the events, but also on the characteristics of the
service targets. It is essential not only for the success
of the events, but also for the improvement of volunteer

satisfaction, and more importantly, retention of them.

The present study finds that volunteers felt more
satisfied in the following areas, “my contribution was
valuable”, “sense of achievement”, “I accumulated useful
experience in the service”. These are more of feelings
about overall volunteering experience. Such feelings
indicate that generally volunteer service is interpreted as
satisfying and beneficiary. This positive interpretation is
helpful for retaining good volunteers. However, meanwhile,
event organizers need to be highly aware of the less

satisfying aspects, such as lack of information and
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inefficient communication between the volunteers and the
management, which not only requires good volunteer
training program but also sets higher requirements on
volunteer coordinators. Coordinators are the persons who
serve as bridges among volunteers and paid staff, and the
management team. Well-trained coordinators are essential

for any events involving large number of volunteers.

More over, since volunteers value personal gains
and recognition very much (Reeser, et al., 2005),
applying it to management practice, coordinators need to
employ relative strategies to improve volunteers’ sense
of achievement, sense of being valuable and being
recognized. Examples of such strategies are: say thank
you, seek volunteers’ advice in decision making, invitation
of volunteer representatives to meetings, certificates award,
giving them more autonomy and responsibilities, and so
forth.

The finding of negative correlation between
satisfaction and stress also gains support in the study of
Dwiggins-Beeler, et al. (2005) that concluded if volunteers
experience work stress, their overall satisfaction will be
negatively affected. This is a warning message for event
organizers that not only employed staff might experience
working stress, even unpaid volunteers may feel under
stress, and stress may lead to decreased job satisfaction.
Volunteer stress is an issue that should be given more

attention in volunteer management.

Since the success of sports event largely relies
on volunteer input, it is of great importance for event
organizers and volunteer coordinators to understand not
only the motives of voluntary workers, but also the
areas that they are more satisfied and areas they are
less satisfied with, so that to enhance the ability of
event organizers to recruit and retain good volunteers.
Establishing an effective and efficient investigation method
is one important step. Considering the large number
of volunteer involvement, survey is a good choice.
Nevertheless, though there is a considerable body of
literature discussing volunteering motives or satisfaction
in general, the research in sport events volunteering
satisfaction in particular is sparse, saying nothing of
the development of an instrument for measuring this.
Therefore, another important attempt of this study is
to pilot test an appropriate questionnaire to investigate

volunteering satisfaction.
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As suggested by Nunnally (1978), usually Cronbach’s
Alpha being .70 and above would be acceptable in
social sciences research, the Volunteer Job Satisfaction
Scale turns to be a reliable instrument. However, the
establishment of a mature measurement requests more tests

in larger samples to ensure its reliability and validity.

Despite the contribution to volunteer satisfaction
research, the present study took a convenience sampling
method which means the research findings may not
be well applicable to the whole population. And the
participants were volunteers for SOSG 2007 which was
an international sport event, so the findings may not be

generalized to long-term organizational volunteers.
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