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Definitions of Terms and Concepts

Arts, Culture, Sports, and Recreation (includingrdiies, museums, zoos, media,
aquarium)

Education and Research (including pre-schools, etany and secondary schools,
boards, colleges, universities and other education.

Health (including public health and wellness ediatatoutpatient rehabilitation, crisis
hospitals, intervention, treatment, emergency ses)

Social Services (including child, youth, disabled &lderly welfare and services, day,
disaster prevention, and temporary shelter.)

Environment (including environmental conservatigo]lution control and prevention,
animal protection.)

Development and Housing (community and neighborh@wdanizations, housing,
employment and training.)

Law, Advocacy and Politics (including legal sengcgolitical organization, promotion
of civil or others)

Philanthropic, Foundations, Charities, Fundraigingluding organizations that promote
charity, grant making organizations, foundatioms] fundraising organizations.)
International (including promotion of cultural undeanding, emergency relief,
promotion of development and welfare abroad.)

Religious / Faith Based (including churches, mosgsynagogues, temples, shrines,
seminaries, and other religious institutions andl@uies of such institutions.)

Business and Professional Associations, Unionslu@itg organizations promoting,
regulating and safeguarding business, professamthlabour interest)

Community Work: Activities that help to bring supd and resources that are vital for
the community

Emergency Response: Activities aimed at prepammgafnatural disaster or to eliminate
the effects of such a disaster- for example, bydimg dykes, protecting buildings and
other structures, extinguishing fires, removingrgghor undergoing first aid training, etc.
Social Work: Community assistance aimed at progdmmediate assistance to people
who are elderly, disabled, destitute, ill, or hdpahavioural problems (such as substance
abuse or delinquency) by preparing food, shelteedinal assistance, training, or
counseling

Transporting: The provision of services of movirgpple from one place to another
Befriending: Provision of personal help in termsoounseling, emotional comfort, or
advice to someone you know, such as a friend, aglie, neighbour, or relative (other
than an immediate family member)
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Executive Summary

Humanity, compassion, commitment and responsibiliey some of the motives that have been driving
individuals throughout the history of civilization foring the spirit and action of the good fellow
companion and a neighbor to their communities. Rifcethiere has been an increasing recognition of
both the economic significance of the voluntary seand its contribution to policy and service delive
and development in areas such as health, social caremunity development, social inclusion and
employment. The voluntary sector increasingly plagsrmaplex role in local economies and communities
in Kenya.

However, there is a lack of comprehensive and focuesedarch that deal directly with the issue of
volunteerism in the country. Lack of background Esdon volunteerism has driven the selection of
methodological approach of this study. The overatl af this study is to build a wealth of knowledge on
voluntary sector in Kenya with a view of influengiits future strategic direction through promotion,
facilitation, networking and recognition of voluets and voluntary services in Kenya. The specific
objectives include:

To establish the understanding of the concept of ve&rism and volunteering in the Kenyan
context;

To assess the effectiveness, performance and efficanational and international volunteering
initiatives;

To document experiences on volunteer initiativessstw anform future volunteer programmes in
Kenya;

To identify volunteering opportunities and mechanisansurturing and strengthening volunteer
action including: promotion, facilitation, netwonlg and recognition; and

To make recommendations on how to bridge existigytegal framework gaps in relation to

volunteerism in Kenya

This national survey on volunteers and volunteerrimgdions was conducted in the entire country, hence
covering eight clusters or provinces namely: Nair@®entral, North Eastern, Eastern, Coast, Nyanza,
Western, and Rift Valley. Stratified and purposive gmg techniques were used to identify two districts
in each cluster. Exploratory and descriptive rededesigns were used that addressed quantitative and
gualitative research data. A total of 106 voluntegganizations and 265 volunteers participateché t
survey.

Summary of key findings

The role and contribution that the voluntary sectm make to national and community development is
not in dispute. Available literature and survey res@s have shown that there are many voluntary and
community organizations that already directly cdnité to social and economic inclusion and
community change and development.

The sector is also experiencing change - the iottieh of the participatory approaches in community
development, governance and management systemsracidiiss.

Volunteering has diverse meaning in terms of conedigation although the practice is relatively
common among different cultures and communitieshénKenyan context volunteerism refers
to:

“Volunteering is rendering of service by choice or frei# for the benefit of the wider community by
an individual, group, or institution without neces$arexpecting monetary gain in full knowledge
and appreciation of being a volunteer”.
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Voluntary action has a long and rich culture andlitian in Kenya. It entails individual and
collective initiatives for common public good. In t§&, the roots of voluntary action have been
primarily spiritual.

In terms of general perceptions of volunteering,eheas agreement that the types of services
provided by volunteering organizations were veryughle for socio-economic development of
the country.

Volunteering is viewed as a form of social capitaith particular reference to: the role of
volunteering in promoting social inclusion, assistinggielized social groups, its relationship
to other forms of civic participation and unpaid Wocreating a civil society, social action, in
community building and community renewal

The voluntary sector is made up of a rich diversityorfanizations with different legal forms,
structures, and operational practices. The sectoudesl unincorporated community and
voluntary groups, registered charities, etc.

Most volunteers are single and relatively youthfllirfig within the age bracket 18-34

More women than men provide voluntary services

About 76% of the VOs reported to have developedegfiaplans and 92% have work plans

Most of volunteers work are mostly focused in commurdevelopment including health,
education, and social work

82% of volunteers provide services targeting childeew youth and 55% provide services
targeting women

54% of VOs reported to have a volunteer managemelityp However, further assessment
revealed that most organizations actually have hureaource policy that is used generally by
the organization and some may not have even addréesedlunteer program management.
People volunteer for a variety of reasons, includsegvice to the community, form of
employment to keep busy, personal achievementlsation and altruism factors

There are varied levels in the application of curraanagement practices in the management of
volunteer programmes. However, large and well-eistadll VOs have formal systems in terms of
planning, recruitment, selection and interviewingguiction, training, supervision, performance
management, disciplinary procedures, incentivesracagnition.

Of all the methods used in recruiting volunteers, wofdnouth was the most used means of
getting volunteers.

About 26% and 16% of the organizations reportedetaiging only local and external sources of
funding respectively. About 50% of the VOs sourcebfoth local and external funding.
Organizations use different methods of recognizind @aluing their volunteers. Some of the
methods used include provision of certificates, trajnitoken gifts, recommendation letters,
pocket allowance, publicity through websites, newstsfttrophy awards, farewell party after
completing their stay, and given first priority inseaof vacancy.

About 82% of the organizations reported to have hiegalved in handling the post election
conflict. The various roles played by the volungeand VOs include provision of psychosocial
support, peace building and conflict resolution nagisms, distribution of drugs and medical
supplies, mobilization and distribution of food, Fiestl, coordination and provision of transport
services, conducting research and preparing repoitseolfDP conditions in the camps, provision
of shelter, and provision of mobile VCT services.

VOs are continuing to struggle to adapt to changeshtinee included funding, good, governance,
development and maintenance of management systenssracidires.

Overall, all the volunteer aspects surveyed, exieptes related to incentives, received highly
positive feedback from respondents.



The survey found that more than two thirds (67.5%)spondents expressed overall satisfaction
with their volunteer programs. Current orientationl aecognition efforts received highly positive
feedback from survey respondents.

There is a general lack of comprehensive policy awallframework that would address the
definition, planning, recognition, promotion, cooration, and overall formal development of the
voluntary sector in Kenya

Corporate social responsibility is emerging as a fofnexpanding the scope and sphere of
philanthropy in Kenya

It has generally been recognized by the volunté&ds, and key informants that voluntary sector
has an important role in the development of theykansociety and especially in meeting the
development goals as envisaged in the Vision 2030.

The following have been considered as key recommimsat
Voluntary Sector Development Policy
Strengthening the sector’s role in advocacy and caributing to policy making

The sector plays an important role in contributingptiicy development, where its unique position in
society often gives it special insight into the nedds@al communities and individuals. It also has &rol
as an advocate to enable communities and individulats find it difficult to articulate their needs and
views, to communicate with decision-makers. The vialgnsector is uniquely positioned and motivated
to articulate alternative visions and solutions to sofméenya’s biggest challenges from climate change
to health improvement. It should initiate campaigmsgdublic provision for unmet, social needs or for
better or alternative provision where public serviglesady exist.

The advocacy should also target the public servifermeso as to encompass the contribution of
volunteers, especially those with technical skills, swash medics, teachers, legal and para-legal
professionals who occasionally provide services whenahefree (vacationing)

Legal Framework

The legal and legislative environment in the courstnpuld take cognizance of the volunteer sector in
order to promote the sector’s role in socio-econodewelopment of the country. This should be
addressed essentially in the area related to legatitylefihere is need for the harmonization of the
volunteer management practices with the Labour Lawghé country so as to facilitate operational
efficiency. This would thus require the players in ttoduntary sector to lobby for the changes in the
conceptualization and operationalization of thelallaws, as it pertains to voluntary services.

Voluntary Sector Development Policy

There is a need for a Voluntary Sector Policy in y&errhe Voluntary Sector organizations need to play
a role in developing the positive working relatiopstwvith the government. It is clear that a policy is
required and a working group should be formed wentake this. The fundamental issues that need to be
addressed in the policy include:

Recognition — This covers the roles, responsibilities, constraintd #re value of respective
contributions.

Representation and Access The policy needs to provide a framework for infation management,
consultation and decision making among the VOs.



Partnership — The policy framework should also cover areas afrmftion sharing, mechanisms for
joint working, involvement in policy making, plamg and service delivery, openness and spirit of co-
operation. This should put a clear mechanism of hgwing collaboration programming.

Resources This policy area is required to cover aspects @niie, expertise, access to facilities and
other support in kind. The Voluntary Sector polghould: promote the importance of good volunteer
management practices to VOs; promote, develop artairaagreed monitoring, evaluation systems
for VOs; and promote sustainable funding mechanisnenisure self-reliant and project sustainability

Strengthening the Capacity Building of VOs

In addition to the challenges identified with redptr addressing the external issues, there are also
challenges that the sector faces internally that inftib capacity to play out its full part in the soei
economic development in the country. Key challeragesin the areas of: More effective governance and
leadership; ensuring efficiency while protectingedsity; and partnership working (within the sectod a
with the public sector)

More effective governance and leadership

Strengthening the skills of the sector's leaderships{ées) and top management team for
effective stewardship of voluntary organizations

Improving standards of accountability and transparemitlyin the voluntary sector and dealing
with changes in regulation

This requires capacity building programs that woglbvide a renewed focus by the sector’s
intermediaries to build strong partnerships with lcarad central government and to ensure appropriate
support, information and training to voluntary orgations and their trustees.

Ensuring efficiency but not at the cost of diversity

The sector’s intermediaries and higher profile orgativons like UNV, VSO Jitolee, and Red Cross have
a key role to play in facilitating this discussion hiit the sector, as well as developing the ways in lwhic
it presents itself to the general public and otherosect he sectors intermediaries have an important role
in creating a climate within the sector which redags that all have a strategic role to play — govemm
and the voluntary sector.

Learning from other approaches

Building more links and sharing learning from otheuntries

Building more links with the private and public sastand other parts of civil society to build
effective partnerships that cut across traditionaksilo

Coordinating the development of the sector’s polimppsal and position papers for presentation
and discussion with the government.

There is also need for the development of the secstrategic plan by taking a longer term view
of how the sector’s role needs to develop in a clmnigenya

Meeting longer-term challenges as outlined above thi#irefore require more security for the sector
through better and more efficient funding and atgesharing of ideas and insights across the sector and
more focused pragmatic engagement by the sector riimefing voluntary/public sector engagement
particularly at the local level. High profile gowenent initiatives on their own will not be adequtde
resolve these issues. The full participation of theoséstalso needed.
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Voluntary Sector Development Strategy

Establishment of a national and regional coordinafigneworks, the formation of national
umbrella and regional branches so as to enhancéaerdl#on, networking and advocacy. This will
make it possible for the provision of accurate anctipeeestimates of the scale and size of the
voluntary sector in Kenya.

To strengthen voluntary sector, a lead VO for eagioredistrict is needed to promote & support
smaller VOs. In the overall strategic framework fog promotion of voluntarism in Kenya
Preparation and updating of the VOs and volunteaeddaes

Awareness and promotion of volunteering among taey&ns

To sensitize the government officials and other s$takkers on the contributions of the voluntary
sector in national development interactive and adsexperience sharing forums

Strengthen participation of youth and retireedan\tolunteer services

Strategic and Action Plans are necessary to institalize the role of the voluntary sector.
Improved framework for recognition of volunteers

Promotion of the philanthropy among the corporattcse

Development of the Code of Practice among the VOs

Development of resource mobilization strategy

Development and promotion of ‘best practices’ in modering to include:

Participatory planning and organizing

Internal volunteer management policies and procedure
Volunteer recruitment

Volunteer screening, interviewing, and placement
Orientation and training

Supervision

Performance and evaluation

Retention and recognition

Program evaluation

Linkages

OO0OO0OO0OO0OO0OO0OO0OO0OOo

Further research

The development of a voluntary sector policy and iiteegration in socio-economic planning
mechanisms is for the players in the voluntary sect@resent empirical evidence with respect to the
contribution of the voluntary sector in the soc@meomic development in Kenya. This would thus
require an action-oriented research to establishsdwaor’'s contribution in the areas of poverty
alleviation, production of goods and services, cdpaouilding, employment creation, enterprise
development, community regeneration, social inclusitevelopment of social economy, etc

Research project to document best practices of V@#ferent sectors in Kenya.
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SECTION ONE: INTRODUCTION AND BACKGROUND

1.1 Introduction

Humanity, compassion, commitment and responsibéliy some of the motives that have been
driving individuals throughout the history of ciidtion to bring the spirit and action of the good
fellow companion and a neighbor to their commusiti€his appearance has its roots in an
ancient tradition of sharing that is found in masttures. “Be it understood as mutual aid,
helping the less fortunate, caring and servicgasticipation and campaigning, voluntary action
is an expression of people’'s willingness and cdpdaoi freely undertake to help others and
improve society in the spirit of reciprocityVolunteers are advocates of change in their
communities. By investing their time, skills andsgi@n, they play an important role in nurturing
the well being of their communities. Their commitmhehelps catalyze positive changes; it
transforms relationships within the communal sod¢eldture; helps change the policies and
values and brings hope for the less fortunate mesrfethe community. Volunteers come from
all layers of the society, driven by the vision fitveir community. They take action within
various fields of work, mostly by joining or forngnorganizations irrespective of sectors they
belong to. Taken as such volunteering constitutegreormous reservoir of skills, energy and
local knowledge that can assist Governments inyiragr out more targeted, efficient,
participatory and transparent public programmes poitties.It can take a form of individual
action or a constituted voluntary organization (¥0)

Generally, VOs play a vital role in the country’svélopment process. Their credibility lies in
the responsible and constructive role they playsatiety. They have been contributing
immensely for quite sometime towards various dgwelent programmes. They work at
grassroots level even in remote areas and, theretfoeir reach is wide. They are close to the
ground realities and know the needs of the comrasifTheir approach with target group is
direct, emphatic and therefore they are able tovdreore contextualized plans of action. They
also manage to develop intimate contacts with daple and develop confidence among them. It
is for this reason that The UN General Assemblitsrb2nd session declared the year 2001 as
International Year of Volunteers (IYV). The proclation of YV was in recognition to the vital
contributions of the volunteers, to recognize tlaeihievement in the past and to facilitate them
for the outstanding work done in the field of vaiesrisn.

Therefore, the voluntary sector has emerged amportant player in the development arena in
the country and a key development vehicle towahdsrealization of the Vision 2030. It is
expected to make significant contributions in tloaintry’s development agenda in the social,
economic, and political pillars and shaping the ralledevelopment paradigm towards
empowering the poor at the grassroots level angraniding quick help in the management of
disasters. Hence, the existence of VOs in Kenyadplaceable in many complex processes as

1 United Nations Economic and Social Council, Consiois for Social Development, Thirty-ninth Sessidhe role of volunteerism
in the promotion of social development (E/CN.5/2@)1

2 UNV (2003): Survey on volunteerism in Bosnia argr+¢govina (BIH) organizations:

% Planning Commission Government of India (Janu®923: Report of the Steering Committee on Volunt8egtor for the Tenth
Five-Year Plan (2002-07)



the country undergoes certain phases such as e@m@aouh social transitions, reconciliation of
divided groups, peace building and delivery of eBabcommunity services.

1.2 Background

Kenyans have had a long history of giving time eegburces to improve their lives and those of
others. Voluntary development initiatives in Kerhave their basis in the emergence of church-
based and independent secular organizations indepenf the state in the colonial period. The
church-based organizations were formed to addedies and welfare issues. Mention must also
be made of local welfare organizations formed bgramt workers in the colonial period in the
major towns, such as the Kavirondo Taxpayers’ Welfassociation, some of which took on
political overtones during the decolonization sgie$ Therefore, the influence of volunteering
on community development and its place at the glabanda has been a focus of many studies,
publications and numerous conferences around tiieegHowever, in Kenya at present, there is
a lack of comprehensive and focused research ablitations that deal directly with the issue
of volunteerism. The literature that could be fowrdthe different aspects of volunteerism is
limited to newspaper magazines, some incompletiestuand occasional reports from VOs and
United Nations agencies. There is no real compraherstate level research focusing on this
topic. Thus lack of background studies on volunsser has driven the selection of
methodological approach of this study.

1.3  Objectives of the study

The overall aim of this study is to build a weadthknowledge on the voluntary sector in Kenya
with a view of influencing its future strategic eation through promotion, facilitation,

networking and recognition of volunteers and vadumt services in Kenya. The specific
objectives include:

a. To establish the understanding of the concept afnteerism and volunteering in the
Kenyan context;

b. To assess the effectiveness, performance andegffigiof national and international
volunteering initiatives;

C. To document experiences on volunteer initiativesasoto inform future volunteer
programmes in Kenya;

d. To identify volunteering opportunities and mechargs for nurturing and
strengthening volunteer action including: promotidacilitation, networking and
recognition; and

e. To make recommendations on how to bridge existwlicylegal framework gaps in
relation to volunteerism in Kenya

1.4 Research questions
The survey was focused on providing answers tddaleawving research questions:
1. How has the term “volunteerism” been conceptualiaed applied in the context of

development interventions in Kenya?
2. What are the demographic profiles of the voluntéeisenya?

4 NGOs Co-Ordination Board (2004): Proposed Kenya Sovernmental Organizations Policy
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3. What are the motivations and benefits of volunteerk?

4. What are the overall views and perceptions of viglen work and services in the
country?

5. What has been the role and contribution of volustée the country’s development,
especially with respect to post election violence?

6. What are the features of volunteer systems andtipeacin the various volunteer
involving organizations?

7. To what extent are the volunteer systems and stegteffective in the delivery of the
services for sustainable development?

8. Are there policy and legal gaps that are requiredfacilitate the development of
voluntary sector in Kenya?

9. Are there alternative ways by which the voluntaegter in Kenya can be strengthened
and promoted to ensure sustainable socio-econondcpalitical development in the
country?

15 Research Design and Methodology

Given the dynamic and multifaceted aspects of thdys exploratory and descriptive research
designs were used. The choice of the designs wersatkrelevant for the study as it facilitated
the development of the conceptual and contextcdbifa influencing the operations of volunteer
work and practices in Kenya. It further provided apportunity for the development of deeper
understanding regarding perceptions and attitudesespondents with respect to the various
volunteer systems and practices used by the vaviolusteer organizations.

1.6 Population and Sample Design

The national survey on volunteers and volunteemamimptions was conducted in the entire
country, covering eight clusters or provinces ngmblairobi, Central, North Eastern, Eastern,
Coast, Nyanza, Western, and Rift Valley. Stratifeatl purposive sampling techniques were
used to identify two districts in each cluster éimd led to the following districts sampled for the
study. Nairobi (both as a province and districtgn@al (Kiambu and Nyeri); North Eastern
(Garissa and Mandera); Eastern (Embu and Machakiisgst (Mombasa and Taita Taveta);
Nyanza (Kisumu and Kisii); Western (Bungoma and &akga); North Rift (Eldoret); and South
Rift (Nakuru).

The study districts were purposively chosen bec#usg were assumed to have had established
strong volunteer infrastructure and practices. Gittee limited time bounds and exploratory
nature of the study, these criteria were very irtgpdras they meant that the researchers could
access the respondents without delay. Furtherrebearchers also had insight into the study
areas, and could therefore assess with some dgrthat the study would in fact generate results
according to the intended objectives.

1.7 Sampling Frame and Sample Size

The researchers developed a list of volunteer @zgtons across the study areas. They were
aided in developing the list of potential intervisa® by consulting with UNV, VSO, District
Development Officers (DDOSs), Provincial Aids Coaratiors (PACs), and leaders of local Civil
Society Organizations (CSOs). The researcherswded the Snowball method to identify the
respondents. These institutions were helpful irviging prospects that, in their estimation, had a
demonstrated ability to successfully use volunteersproviding services to the local
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communities. A total of 106 volunteer organizatiovere involved in the study. Out of these, 94
organizations were national while 12 were inteoval. From the selected organizations, a total
of 265 volunteers were interviewed, comprising dfl Xenyans and 24 non Kenyans. With
respect to gender, a total of 139 males and 12@lésnwere interviewed.he study targeted an
average of ten (10) volunteers and five (5) VOsdigtrict.

Government departments addressing various isslegsdavith volunteerism were identified and
interviewed as key informants. This was aimed dtirggetheir perceptions on volunteerism and
also to establish the current position on the padind legal framework on volunteerism in the
country. These included: Ministry of Planning andtidnal Development, Ministry of Gender
children and Social Affairs, Ministry of State fgputh Affairs, and Commissioner for Labour.

The study also targeted beneficiaries of voluntefforts. Selected beneficiaries were
interviewed through focus group discussions.

1.8 Literature Review and Data Collection

Literature review was conducted to get informatmertaining to volunteerism and volunteer

management systems and practices. The literatmgesafrom the analysis of the concept of
volunteerism, volunteer philosophy and motivatigulicy and legal issues pertaining to

volunteer services management, measurement of teelurservices, among other aspects of
volunteering and development.

1.8.1 The Interviews and Survey

The study selected possible interview subjects fcontacts generated from the sampling frame.
The respondents were sampled on their ability wvide relevant information to guide the

research and in understanding about the field afntary service as being practiced in Kenya.
The choice of volunteer organizations considered siithin their sector, choosing both large
and small organizations from within which interviewere conducted. The survey looked in
detail at job descriptions, advertising and recneitt, training and development, motivation,

incentives and support, performance managemendirfgrissues, partnership and networking,
support, and planning. The survey also examineddme depth at the characteristics of
volunteers.

Each interview lasted approximately one hour, angolved volunteers and authorized
representative of the volunteer organization. I$\atso important that for the study to reach the
broad spectrum of organizations in the study atfesisuse volunteers, some questionnaires were
sent to respondents and fill on their own. The tioles asked during this interview are contained
in the interview guides irAppendices A and Bfor volunteer organizations and volunteers
respectively.

1.8.2 Focus Group Interviews

Focus group discussions (FGD) were carried out Wwéheficiaries of volunteer services and
used a combination of both interviewing and pasaoit observation. During the FGD's,

observation of group dynamics, discussion, anthirsd insights into the respondents’ behaviors
and attitudes was used to inform the researchetheoway beneficiaries think and perceive the
volunteer services and practices. Focus groupshiasiobetween 3 to 8 people who shared
characteristics relevant to the study focus aremtidipatory research and data collection

4



methods were used in conducting the FGD. Partioigatesearch is characterized by its rapid,
flexible and interactive process. Its aim was toal#@ participants to provide relevant
information, and learn together.

1.8.3 Key Informant Interviews

Key informant interviews were also conducted toviie more insights into the policy and legal
frameworks, volunteer management systems, chaldengd threats to the development of the
voluntary sector in the country.

1.8.4 Case Analysis

Case analysis was used as a framework of asseseimg experiences of volunteers and
management of volunteer services in Kenya.

1.9  Validity of Findings

Validity of findings from the survey was throughatrgulation of the research methods and
instruments, through the use of four mechanismseham

Exploration of the same issues using differentaegemethods and tools;
Exploration of issues in different homogenous ancks

Discussion of issues raised by the audiences veghirkformants
Comparing the findings with secondary data

1.10 Data Analysis

The questionnaires were analyzed using the SPSiStistl software package and Excel to
provide comprehensive comparison with the quantd¢atata.



SECTION TWO: LITERATURE REVIEW
2.1 Introduction

For the last two decades, there has been consistemtg belief in the importance of the
voluntary sector, with a strategic vision of a fetuvhere societies unlock the potential of
voluntary and community action, and where the wviagn sector’'s broad contribution to
communities is fully recognized; where the sectoreigarded as an equal partner alongside the
public and private sectors and where it has a gtumice and the capacity to play out its role in
bringing change and sustainable development. Honbesing a vibrant voluntary sector is not
the goal in and of itself. It is underscored by liedief that the voluntary sector has a unique role
to play in building civil society, that the volumyasector works in partnership with other sectors,
and that social development, nation building antizemship engagement are part of the
collective agenda.

2.2 Understanding the voluntary sector and Voluntegsm

To be able to develop an understanding of the Valities in Kenya in relation to those
elsewhere in a reliable way, the study began biewang common definitions of the entities in
this sector. Some of the existing definitions cedeboth voluntary and nonprofit sectors—
which focused, respectively, on the sources of rimgdional income, on legal status, and on
organizational purposes. Accordingly, they adopted inductive approach to defining the
nonprofit and voluntary or civil society sectorsked on the actual experiences and practices of a
broad range of countries in the world, especiailfanada®, United State's®, New Zealand, the
Netherlands, IndfaJaparf?, Italy, and United Kingdom.

2.3 The overview of volunteering impulse
The origins of volunteering go back a long way. @tassic work on the subject even claims to

descry altruistic behavior in the animal kingdéniMore conventionally, altruism is traced to
family and kinship obligations to protect one’s oand offer hospitality to strangers. These

5 Hall, Michael H., Cathy W. Barr, M. Easwaramoortl8. Wojciech Sokolowski, and Lester M. Salamon0&0 The Canadian
Nonprofit and Voluntary Sector in Comparative Pergjve: Imagine Canada

® McClintock Norah (2004): Understanding Canadianluviteers: Using the National Survey of Giving, Muieering and
Participating (NSGVP) to Build Your Volunteer pragn. Canadian Centre for Philanthropy. www.ccp.ca
www.givingandvolunteering.ca

” First Side Partners, (20020: Volunteerism, Sociapi@l and Philanthropy In the Not-for-Profit Sectd Research Study. The
Forbes Funds

8 Kimberly A. Spring and Robert T. Grimm, Jr. (200¢plunteer Management in America’s Religious Oiigations. Corporation for
National and Community Service

° Priya Viswanath & Noshir Dadrawala (2004): Philaothy and Equity: The Case of India: Global Equitifiative, Harvard
University

10 Kee Beom Kim( ): Finding an entry point for theoprotion of corporate social responsibility in smatid medium- sized
enterprises in Japan

1 cairns Ben and Romayne Hutchison (2006): The Impkinvesting in Volunteers. Centre for Voluntakgtion Research, Aston
Business School

12 (Organisation for Economic Co-operation and Depeient (OECD) (2003): Philanthropic Foundations &relelopment Co-
operation Off-Print of the Development Assistance Committeerdal 2003, Volume 4, No. 3)
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behaviours are extensions of basic human driveselibpreservation and protection of one’s

offspring, so it is not surprising that altruistiastoms are a virtually universal feature of human
societies. A second wellspring for volunteeringarcis pride. Everyone wishes to be successful
and well regarded by his fellows.

All the world’s great religions enjoin the faithftd give to charitable works, to relieve poverty
and suffering, and to welcome the stranger. Judaistudes the custom of tithinge. reserving
one tenth of one’s earnings for benefacttdn®ne of the five pillars of Islam commits Muslims
to give 2.5 per cent of their annual income andlthea charity and the first great hospitals were
founded by the medieval Muslim rulers of Baghdadir€ and Damascus. The sacred texts of
Hinduism and Jainism extol the virtue of charityddWahayana Buddhists are urged to follow
the example of the Bodhisattva, who “gives his lbestl to the hungry ... protects those who are
afraid...strives to heal the sick ... and shares hises with those afflicted by povelyin a
secular age there is a tendency to forget aboigioe| and to gloss over its power to shape
institutions and behaviour. It would be negligemtlb so in this case, as “Religion is the mother
of volunteering ... both conceptually and procedyrall

2.4  Current Perspectives on Volunteerism

At both national and international level, there he®n a major shift in thinking about the
practice of government as well as in the way densiare being made and influenced. Major
economic and technological changes are creatingeuagented opportunities for some people
but increased insecurity and inequality for others.

2.4.1 Volunteerism - International Context

The importance of building community social capttakeduce exclusion and marginalization is
recognized at the United Nations level, as is tited wole played by the not-for-profit sector. In
the designation of 2001 as the International Yéaradunteers, the United Nations established a
National Committee of Volunteering to devise stg&e and actions for supporting volunteering
as part of its program for prosperity and fairi&sa parallel development, occurring nationally
and internationally, is a trend away from statelfare-ism’ towards a more pluralistic system of
service provision. Many governments are recognizimgt there is a need to create a more
participatory democracy where active citizenshifostered. In such a society, the ability of all
sectors to provide leadership for the involvemédntatunteers in socially useful volunteer work
is considered fundamental

2.4.2 Depth of Volunteerism in Kenya

Kenya has a rich tradition of voluntary action. &ef independence (1963), VOs imbued with
the African Socialism philosophy were playing angigant role mainly in social welfare

activities and now, the range of spheres coveredolyntary sector has expanded considerably
covering almost all development related activiti®eme of the reasons put forward for increase

13 (Genesis 28:22; Deuteronomy 14:28-29 and 26:12f
4 (Religious dicta on charity and hospitality ardlexted atwww.unification.net/ws/theme141.htrh

15 (H. A. Moe, “Notes on the Origin of Philanthropy Christendom”Proceedings of the American Philosophical Socl€:2
(April, 1961), p. 141, quoted in Weavep. cit, p. 19.
16 UNV. (2002).Volunteerism and capacity developmédnn: United Nations Volunteers
ibid
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in the number and activities of VOs are the decbhsocialism and an increased national and
international funding for voluntary sector and im@mber of developmental activities, VOs are
working as supplements or complements to the govental effort&®,

The origin and development of the voluntary se@oKenya has been shaped by two major
influences: one rooted in indigenous traditions aallie systems, and the other a product of the
interface between the Kenyan society and the westerld™. The Kenyan traditions and value-
systems are in turn rooted in religion that préssia code of ethics for the individual and the
principles governing social life. A noteworthy feet of all major religions has been the
emphasis they place on charity and sharing weailth athers, especially the poor. Serving the
poor is considered equivalent to serving God. Rthl@py and individual acts of social service
have, historically, been the main forms of voluptactivity in Kenya. Institutionalized social
service activities existed largely within the domaf religious institution®.

Hence, the concept of secular voluntary activityederated with the advent of western, mainly
British, influence in Kenya. The work of Christiamissionaries in the field of education and

health care, especially in remote rural areas,dstad as examples of dedicated service to the
poor, even though the motivation may have beenitoower these people to Christianity. The

organized form of charity and service to the poaacpced by the Christian missionaries

impressed many who tried to emulate them

The main churches in Kenya have played a significale in the development of the country.
The Catholic and Anglican churches for example camana large following and are actively
involved in several projects throughout the countaynging from relief, education and training,
rehabilitation, irrigation and peace building. Qthlehurches like the Seventh Day Adventist,
Africa Inland Church and the Salvation Army, the $ilmn and Hindu communities more/less
carry out similar projects. Volunteer specialistapiement most of the church sponsored
activities. The religious officials and project dksgis are usually non-remunerated, and volunteer
their time and expertise to serve others. The Qatihurch has numerous such projects taking
place all over the countfy

2.4.3 Volunteerism in Post Colonial Kenya
2.5.3.1 TheHarambeeSelf-help Movement

The termharambeemeans let us pull together or cooperate in cagrgiat individual, group or

community improvement activities. Volunteerism lig fpivotal point upon which the harambee
spirit is based. The practice of harambee opemtethe basis of members of the community
volunteering resources to the pool towards devetogmDonations are made on a voluntary
basis and people are encouraged to give willinglgologically, Harambee means that the
individual should place the interest of the commuabove his/her own thereby is emphasizing

18 Kanyinga Karuti and Winnie Mitullah the Non-Profitector in Kenya: What we know and what we don'own Institute for
Development Studies University of Nairobi

ibid
20 Matanga Frank Khachina (2000): Civil Society Analifics In Africa: The Case Of Kenya. Fourth Intational Conference of Istr,
Trinity College, Dublin, Ireland, July 5-8, 2000.

21y
ibid
22\Wanyama, Fredrick O.(): Interfacing the State tedVoluntary Sector for African Development: Less From Kenya
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the importance of the African tradition of mutuassponsibility and help. As an ideology of
development, Harambee was born soon after indepead®resident Kenyatta made an appeal
to the people to contribute to the local developmein schools, hospitals and other local
community facilities in kind and/or cash. Peopletipgpated by getting together and taking the
initiative to improve their conditions with littleupport from the governmeént

2.4.3.2 The Cooperative Movement

The cooperative movement has been instrumentabimgting volunteerism and development in
Kenya. The movement is based on the values ofhsdff- equity, democracy and solidarity and
it is widespread in Kenya This movement has a wide established organizattistructure
penetrating the rural areas. In many situatioresy thtave been responsible for alleviating poverty
and raising the economic status of the people.clinent state of cooperatives in Kenya is such
that majority of Kenyans are aware of their existewithin their local vicinity. Kenyans are also
aware of the type of cooperative that would bentfém depending on their occupations.
Despite some negative characteristics about theememt (mismanagement, power struggles,
etc) it has by and large remained a strong forcténenhancement of citizen participation in
developmerft.

2.4.3.3 Volunteer Efforts in Institutions of Learning

Volunteerism in Kenya has also gained institutiosi@tus in education institutions of higher
learning, particularly in universitied=or example students in the universities of Nairobi
Strathmore, United States International Univergit\5IU) etc are members of AIESE@nd
carry out volunteer activities. Hence the univgrstudents do not live in the ivory towers alone,
but do descend to give a helping hand where tlsaneed. Other volunteer initiatives in learning
institutions are by the scout movement, with stiadeembership across the country, 4 K clubs,
and environment clubs, among ottférs

2.4.3.4 Other Volunteer Efforts’

The spirit of volunteerism is quite strong in Keny#&articularly since the 1980's when the
Nairobi City Council began to faulter in the pradeis of services to city residents there has
emerged a proliferation of voluntary associatiofith diverse aims. Many times urban residents
have had to improve the quality of their own lifephysical environment by willingly giving up
some of their engagement to participate in clearstighe neighborhood. This led to the
formation of Kenya Alliance of Residents AssociatiKARA) an umbrella organization
advocating for the issues affecting Kenyans. itaes common practice in many parts of Nairobi
City to observe residents in clean-up operationtheir own or at times with assistance from the
Nairobi City Council. The spirit of volunteerisnasgained increasing acceptance in Kenya. In
Nairobi for example, it is inconceivable to hearafesidential or business area that lacks a
resident's voluntary association. The most notilteare Karen-Langata Association and the
Buru Buru Residents Association. The Buruburu msicassociation is remembered for playing

2 Mutsotso, B and Munyendo B. (2001): The Developneéitolunteerism in Kenya and How it relates tceimational Year of
Volunteers (IYV). IYV Secretariat, Nairobi
4 ibid

27 (Daily Nation Special Report 1September, 2008, page 14).
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a leading role towards ridding their environmenbafs, discotheques and brothels that had led
to deteriorating quality of social life in the area

The colonial administration introduced volunteerignall schools in the country in the form of
4-K clubs and scouting movements that were inkebditg the post-independence government.
The purpose of both movements was to engage thgiesef youth in constructive activities
and thereby prepare them for leadership respoitibiin future. The National Youth Service
(NYS) was established immediately after independebpon attaining independence there were
a large number of young Kenyans who had neithendbreducation, skills nor work prospects.
This led to the establishment of state sponsoredhyprogramme to train and develop skills of
the youth who in turn volunteered their time andrgy towards nation building activities. Thus,
the NYS was created through an Act of Parliament964. Since then NYS has grown and
provided opportunities to thousands of youths, igaimose who do not qualify for universities
and colleges. The NYS programme is now under theMumistry of State for Youth Affairs and
Sports. The service recruits youths aged betweemd®?2 years across the country biannually.

2.5. Formal and Informal Volunteering Systems

Formal volunteerism can be defined as serviceishaddressed to a social need or needs defined
by an organization, performed in a coordinated wagn organizational context, and rewarded
by psychological or other benefits. Informal volerism is spontaneous expression of service in
response to a personally perceived social needprpeed freely (without organizational
constraints) and often without any thought of relvafhe National Survey on Giving,
Volunteering and Participating (NSGVP)makes a simpler distinction in this regard: formal
volunteering is unremunerated and freely choserkwlone through an organization whereas
informal volunteering is done outside the confioésan organization. While we recognize the
relevance of informal volunteering, in this studsg focus on formal volunteering.

2.6 Best Practices in Volunteer Management

Today’s volunteer-based organizations and prograts numerous challenges to continuously
develop and deliver myriad contemporary programd aarvices based upon current and
emerging individual and community needs in an iasiegly larger and more diverse society.
Some of the recommended features of best prattited for the successful management of a
volunteer program include:

1: Plan and Organize

Long before a volunteer is approached and askgidnt@n organization, careful consideration of
their role and the value of their contribution need be considered. Planning for a volunteer
program provides an opportunity to work out thepmse of the program, the role of volunteers
in the organization, the program's contributionth@ organization's mission, and how the

28 National Survey of Nonprofit and Voluntary Orgaations Regional Fact Sheet, Imagine Canada, 2086:.monprofitscan.ca

29 Maine Commission for Community Service (2008): tlée Know Basics of managing Volunteers. www.vokermaine.org

30 volunteering Queensland Inc. 2001): Volunteer Mgamaent Resource Kit

31VSO (undated): Managing the placement of VolursteArVSO Guide. A Draft Copy
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volunteer program fits into the structure of th@anization. Planning is best done with input
from those who will be affected by the volunteengram, particularly the leaders, the paid staff,
and the clients of the organization. A thoroughnplag process will include the following
elements: mission statement, vision statement,snasdessment, goals and objectives, budget,
building investment among staff, position descaps, etc.

2: Policies and Procedures

Policies and procedures are the nuts and boltseo¥olunteer program. A policy is a principle,
plan or course of action. Policies tell people wtmatlo. A procedure is a series of steps that
direct people how to do what they must do. Reatmuefine policies:

« Connect the volunteer program to the larger orgdiom and its mission.

< Provide structure for sound management.

« Formalize decisions that have already been made.

« Ensure continuity over time and promotes equity staddardization.

e Articulate the importance of volunteers and prosi@m ongoing element of volunteer
recognition.

< Contribute to increased volunteer satisfactiondpotiveness, and retention.

Types of written policies that should be developeiude:

- Statements of belief/position/value of organization

e Mechanisms for managing risk (e.g., insurance @agesr background checks on the
volunteer).

* Rules to specify expectations, regulations andegitd action (e.g., confidentiality, time
and training commitments, customer service).

< Aids to program effectiveness (e.g., personnelcped) modified for the volunteer
program.

e Specific levels of policies

* Organizational - broad, general statements (eaiefb, values, mission of organization
as a whole).

e General - policies about the volunteer program.(eMyy it exists, what constitutes a
volunteer, etc.).

< Specific - policies within the volunteer prograng(especify what to do).

3: Volunteer Recruitment

Volunteer recruitment means attracting and invitpegpple to consider involvement with your
organization. Many new volunteer administrators entlie mistake of beginning their recruiting
before they have an idea of why they are recruiind for what positions. The most important
step for recruitment is planning and design. Ineortb do this, you must spend time learning
about your organization from the inside as welhas your organization is perceived by the
community and public at large.

Recruitment Message The recruitment message should be inviting amtb@rage people to
become involved with your organization. An orgaticca may have multiple recruitment
messages tailored to the volunteers being sougbh, as students, professionals, neighborhood
residents, or client family members. Each messhgeld identify:
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* The specific need (of the clients and/or the orzgation);
* How the volunteer can alleviate the need; and
* The benefits to the volunteer.

Recruiting Techniques There are many techniques available for recmitiolunteers. You
must decide which is best for disseminating theuitment message for your organization and
for your specific volunteer positions.

4: Screening, Interviewing and Placement

Matching potential volunteers to volunteer posiéida an important part of program success.
Making the match involves using a series of scragtechniques that allow the organization and
the volunteer to get to know each other and dewilether and how to best work together.
Volunteer program administrators may use the samgetvols human resources officers use:
applications, reference checks, interviews, badkgio checks, training, and observation.
Screening potential volunteers should be as sophiet! as necessary for the type of volunteer
task under consideration. The goal of screeningpiget the right volunteer into the right
position.

Interviews: A face-to-face interview provides an opporturfity a more detailed discussion of
your agency's mission, vision, and goals, as welthe volunteer's interests, motivations, and
needs. It may be appropriate for the volunteertinterviewed by more than one person on staff
or by volunteers. The interview is the opportuniyearn about the potential volunteer's:

« Knowledge, skills, and experience pertinent to nexpents of the volunteer position;
» Preferences or aversions to specifics tasks ostgpassignments;

¢ Schedule and availability;

< Willingness/ability to make the necessary time comment; and

< Willingness/ability to meet other agency expectadio

Placement: Volunteer managershould make every effort to place the volunteea iposition
that provides a good match between the skills amerests identified during the screening
process and the duties you need performed. Thiatefiill pay off in the quality of tasks
performed and the volunteer's level of satisfaction

5: Orientation and Training

Initial orientation and training prepares voluntedn perform their duties efficiently and
effectively. The organization’s policies and progess form the basis for the orientation; while
the position description forms the basis for thaning. Volunteers who understand what is
expected of them do a better job and feel satidbggberforming their duties and serving the
organization.

Orientation: Orientation to the agency helps volunteers see #evice within the context of
the organization. Even the most menial tasks caorbe meaningful if presented in such a way
that the volunteer understands how the task fitser@ation is typically provided by the
professional volunteer manager and includes tHeviiolg topics:

Agency Overview
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Culture and Language of the Organization
Facilities and Staff
Volunteer Program Policies and Procedures

To ensure understanding of and compliance with narogpolicies and procedures, provide each
volunteer with a written resource in the form of@unteer handbook, orientation package or
other reference guides. This written resource meaprovided during the volunteer's orientation
or during their induction into your program. Theaarce reinforces the information presented in
training, helps to address questions that arisengluservice, and can prove useful as a
supervisory tool in dealing with performance issugéseating volunteers as part of your
organization's staff helps them feel they are phéa team and fosters commitment and retention.
Volunteers, as staff members, help represent ygemey to the public. The more they know and
understand about the nature of your operationsyand cause, the more they can contribute to
public relations, marketing, and advocacy.

Training

Training gives volunteers the direction and skiksessary to carry out assigned tasks. The staff
in the area of the organization where the volunteexssigned typically provides training. In
general, training should be:

« Specific to the requirements of the volunteer poisit

* Geared to the skill level of the volunteer

< On-going and address needs identified by both wekrmand supervisor
< Periodically evaluated to determine if it is onckka

6: Supervision

Volunteers need support to perform their dutieseylbhould have a designated supervisor to
whom they can turn for advice, guidance, encourageand feedback. The supervisor also
needs to provide the materials, training, and timaco enable the volunteer to perform assigned
tasks. The most important responsibility of a suiger of volunteers is creating an environment
that empowers the volunteers to perform their duisnpower volunteers by providing:

< Sufficient orientation to the organization
e Clear and appropriate expectations

e Proper training and equipment

« Evaluation of performance, and

< Regular reinforcement and recognition.

A professional volunteer manager can support tpersisors of volunteers by eliciting feedback
from the supervisors and using it to evaluate thienteer program periodically, by facilitating

the sharing of experiences among the supervisand, lay showcasing good volunteer
supervision.

7: Volunteer Performance Evaluation

Volunteers add value to an organization. Evaluatirer performance is one way to quantify
their contributions toward achieving the missiontleé organization. The volunteer program
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administrator and the volunteer's supervisor showgdduct periodic evaluations to give
volunteers feedback on how they are performinggassi duties and tasks and meeting current
objectives. These evaluations also give the adimatics and the supervisor opportunities to set
new goals for the volunteer, identify additionaditing needs the volunteer may have, and
determine the effectiveness of the volunteer progreocedures.

Performance Criteria

When you evaluate your volunteer staff, use theesanteria that you use to evaluate the
performance of your paid staff. Clearly definedippos descriptions are the basis for fair and
equitable performance evaluations. Performanceer@it should address both skills and
accomplishments.

Options When Volunteer Performance Is Substandard

When volunteers are performing below expectationgheir service is no longer in the best
interest of your organization, it may become nemgsto take corrective action. You may
consider:

¢ Re-training

e Transferring the volunteer to a new assignment
« Disciplinary action

* "Retirement" or dismissal

8: Retention and Recognition

Understanding volunteers' motivations and remairgagsitive to their needs are essential to
retaining volunteers. People's reasons for voluimgesan differ dramatically. Regular and open
communication will help determine the motivatingeraent specific to each volunteer.

Remember, also, that personal motivations can ehangr time.

Basic Motivation Factors
Researches in volunteer work have found three pyim&asons why people choose to volunteer:

* Power: a volunteer motivated by power may needetandependent or to have control
over a project.

< Achievement: a person motivated by achievement semk to learn new skills through
participation in a project.

« Affiliation: In large part, these people voluntdercause they enjoy the social aspects of
the work.

Recognition: Recognition is how an organization tells voluntebet their efforts are important.
Expressing thanks for donated time, energy, andcrtisp makes volunteers feel valued and
appreciated. Praising individual volunteers, aslwslthe group, is a key volunteer retention
strategy. Recognition should be frequent and pais&eing sensitive to what volunteers expect
helps the program administrator to design apprgpriecognition activities.
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9: Measuring Volunteer Program Effectiveness

Agency and program leaders must make critical dewssregarding the distribution, use and

management of available resources. To help malse tecisions, volunteer program managers
need to document: (1) how financial, material, pqént, in-kind, and human resources have
been, are being, and will be used by the agensypport agency efforts; and (2) what benefits
these resources have brought to the clients argigqr.

Evaluation should be tailored to your organizatorapacity to evaluate. There are two basic
types of evaluation. Formative program evaluatisnused to monitor ongoing program
effectiveness and to manage activity. It guides-yeidr (or mid-project) adjustments and
provides mid-year data for a year-end report. Sutivengrogram evaluation is a year-end (or
project-end) report that includes results, stremgtheaknesses, recommendations, and future
plans.

2.9 Literature on Volunteering Research

A major problem about reviewing literature on vdkerism in Kenya and from other parts of

the world, is that there is no stable definitionvdiat exactly constitutes the voluntary sector.
The earliest studies tended to look purely at thentjtative features of the voluntary sector, for

example total income and cost involved in the miowi of volunteer services, number of

volunteers, number of voluntary hours and valuer@tintary labour. Later studies broadened

their focus to look at outcomes that voluntary sectin contribute to policy areas such as health,
lifelong learning and social care, and specific mup needs the sector had to enable it to
maximize its contribution — training, funding efthis brief overview of research, though not

highly exhaustive, has been summarized below ag diter a range of approaches and

methodologies used in some studies.

The current study design has captured some ofsthees that the past studies addressed like
demographic profile of volunteers, motivation oflutteers, volunteers management systems
and practices, and policy and thus contextualirethé perspective of the Kenyan experiences.
This will thus provide a basis for the developmehbaseline data in the context of instituting
and strengthening the voluntary sector in Kenyaeims of structures, management systems and
policy options. However, some of the quantitataygproaches are yet to be done and thus
constitute the research gaps that shall be addrdsséuture studies. Several studies we have
looked at could be classified as “input/output” ralsd— looking at amount of funding the
voluntary sector has, number of volunteers/hounsplyer of people into work etc. Other areas
reviewed include: Sources of funding, challengesdaby the voluntary sector; functions and
services provided, demography and motivation of untders; turnover of voluntary
organizations; recipient groups, gaps in servioeeldgment; characteristics of volunteers such
as educational attainment, income, gender, disgbilsize and nature of the voluntary sector;
economic value of the sector and its annual tumalevelopment needs of the sector; staff and
pay levels, management systems and practices.
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SECTION THREE: DATA PRESENTATION AND ANALYSIS
3.1 Introduction

This report presents the results of the nationaleguon volunteer services in Kenya conducted
in September 2008. A total of 106 organizationgigipated in the national survey that covered
Nairobi, North Eastern, Coast, Western, Nyanzatdfas Rift Valley, and Central provinces.
Data on the Volunteer Organizations (VOs) presethiee were collected from sending and
receiving organizations as well as from those ti@atied out both functions. The data covers
sites where the organizations were located; theracteristics, volunteering practices, volunteer
policy, their recruitment, preparation and work ieowment, funding of the VOs and their
performance and monitoring: other aspects of thes \¢@vered were: benefits that they derived
from engaging volunteers and factors that are imapbrin managing a successful volunteering
program as well as their achievements challengek lessons they have learnt from their
volunteer efforts$ee Appendix A)for the questionnaire.

A total of 265 volunteers were involved in the syvSurvey questions were kept to a relatively
minimum level to encourage a good response (&&& Appendix B)for survey questions for
volunteers. The first category of questions focusedthe respondent’s demographic profile
including gender, age bracket, nationality, mastatus, level of education, professional training
and number of years worked in the organizationfrmogne. The second category of the
questions focused on the reasons for volunteeteng| of satisfaction with volunteer work,
category and nature of volunteer services offetaajet group served and their perceived level
of satisfaction. The third category of the questi@udressed the volunteer systems that were
available in guiding volunteer process from reengitt, provision of job descriptions, induction
and training services, supervision, terminationifgrenance monitoring and evaluation, and
incentives. The fourth category of the questionsewrore open-ended, focusing on the nature of
benefits derived by both the volunteer, Kenyareeiis and organizations, volunteers retention
strategies, qualities required for successful viglering in Kenya, and lessons learned as a
volunteer.

In general, the level of detail and consistencyresponses show that most respondents took
considerable pains to provide as thorough and sgexiresponse as possible, again encouraging
confidence in the data as well as demonstratingtitteng commitment volunteers have to their
work and programs. However, the number of respoasa$yzed for any question was always
lower than the 106 for organizations, and 265 ie ttase of volunteers. In some cases
respondents were unable to answer all the questionsthers some responses were deemed
flawed and rejected to ensure a strict analysis.

3.2 Results of the Survey

3.2.1 Number and Profiles of Volunteers and VOs

The study covered a total of 106 VOs and Nairobivjorce contributed the highest number of
VOs (24), Coast (17), and Western and Rift Vallegvidled the least (6 and 7 respectively).
Some of the reasons that contributed to the religtiow numbers of the VOs in Western and

Rift valley were that some of the VOs there weranbhes of the mainstream VOs having there
headquarters in Nairobi. These were avoided instuely as that would amount to double
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counting. Also some of the organizations that wgven the questionnaires did not return. The
details are as presentedHigure 1.

Figure 1. Number of Volunteer organizations by proince
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3.2.2 Establishment of Organizations and Legal Stas

Close to one half of the organizations involvedhia study were established and have been in
operation for close to eight years, 24% have beesperation for close to 18 years. Only 7.4%
existed before the country got independence andt#8% were established in the period 1964-
1989. This implies that close to 75% of the volent®rganizations were established and
operated in the country for a period less than twgears. This trend conforms to the increased
democratic space prevailing in Kenya since ear§019with the introduction of the multi-party
politics and global growth of the civil society sa&cin the country. Those established in the pre-
independence era include Red Cross and St. JohrmilAnte. About 41% of the voluntary
organizations are registered as NGO'’s, 30% as CBOsernment departments, UN agencies,
and FBOs constituted about 23%, Associations (59@)Foundations (1%).

3.2.3 Age of Volunteers

A significant number (73%) of volunteers is relativ youthful between the ages 18-34. This
trend implies that the voluntary sector has thesiptidl to make an economic impact and is a
route into the labour market. Volunteers in this ggoup are more likely to regard volunteering
as a way of learning new skills, getting a quadifion and achieving a position in the

community. Presence of few respondents in older cagegories implies less involvement of

retirees and has implications for development diéineering policy. This could be a possible

indication that most of the youth have found voaaming an alternative opportunity for the

development of their talents, skills, and work teteexperience. This information is presented in
Figure 2.
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Figure 2: Age of respondents
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3.2.4 Gender of the volunteers

According to the study, the VOs were asked to mgicthe total number of volunteers (by
gender). For the 106 VOs that participated in tmwey, 98 (92.5%) indicated their respective
numbers of volunteers and 8 VOs did not indicaterthmber of volunteers employed by their
organizations. For those that indicated, there vaetatal of 86, 437 volunteers, comprising 43,
351 women and 43, 087 men. This phenomenon compairespositively with studies done in
other countries that show that more women than anerngaged in volunteer services.

3.2.5 Marital Status
About 59% of the respondents were single and 35% wearried, while the divorced/separated
and widowed only constituted 2% and 4% respectivEhjs indicates that single persons were

more likely to volunteer than those who are matraddorced/separated and widowed, as shown
in Figure 3.
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Figure 3: Marital Status
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3.2.6 Nationality of Volunteers

About 91% of the volunteers surveyed were localnfigms) and the rest were international
volunteers (non Kenyans). This high level of pgation among the locals in volunteering
services implies that Kenyans have developed tHevaet motivation and attitudes for
conducting volunteering services. This implies that Harambee (self-help) spirit still exists and
could be nurtured and strengthened for nationatidgwment.

3.2.7 Level of Education

About 66 per cent of volunteers are holders of sdaoy, certificate and diploma level of
education, while those with university level of edtion are comprised of 24.4 percent of the
respondents. 9.2 percent have primary level edcucati no education at all, as showrFigure

4. This shows that the majority of people in thewnéering sector are literate with some
professional development skills.
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Figure 4: Level of Education
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3.2.8 Length of Service

Close to two thirds (63.4%) of the respondents ts&reed as volunteers for 1-5 years, 17.3%
have served for 6-10 years, 12.5 per cent fortlems 1 year, 5.7% for 11-15 years, and the
remaining ( 1.2% ) have served for more than 18syess shown ifrigure 5. However, future
research needs to incorporate the amount of hauiig by the volunteers in a day.

Figure 5: Number of years worked
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3.3 Nature of Voluntary Work
3.3.1 Placement of volunteers

Asked where their volunteers were located, 24.1%eforganizations mentioned urban, 13.9%
rural and 54.6% as both urban and rural areas. r@dmnses show that more VOs had located
their volunteers in both urban and rural areas.tMbthe VOs that were located in cities such as
that of Nairobi, served within the city, especiaityits informal settlements such as Kibera and
Mukuru but also reached out to the surrounding-pdyan areas. Most of those that were located
in smaller towns such as Bungoma served surroundirad areas.

3.3.2 Target groups and sectors served by the Volteers and VOs

The voluntary programs were reported to be sigamifity aimed at services targeting children
and youth and women. About 82 percent of volunteer 81percent of organizations reported
to be serving children and youth, while 55 peragntolunteers and 60 percent of organizations
reported to be providing services targeting womas,shown inFigure 6. This shows that
volunteer work serve the needy and vulnerable graegpecially children, youth, women and
disabled. This suggests that voluntary activities imdeed addressing national development
priorities with respect to the target groups arctas served.

Figure 6: Categories of target groups
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3.3.3 Sectors served by volunteers

Volunteer work includes a wide range of activit@svering various sectors of the economy
(Figure 7). About 68% and 45% of the organizations and vokensteéespectively reported that
the voluntary service involves health related assignts, and 56% of organizations and 54% of
volunteers reported to be engaged in community Idpueent work. Some of the sectors
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indicated in the survey include social servicesjcation, advocacy, environment, governance,
and humanitarian assistance.

Figure 7: Sectors served by volunteers
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3.3.4 Types of Services offered by volunteers

Volunteers are involved in providing various typédservices. About 69% of the volunteers and
72% of the organizations reported to be involvedhim provision of community work services,
53% of the volunteers and 51% of the organizatians engaged in counseling services.
Volunteers are also engaged in teaching and t@inmbles, advocacy and campaigning,
information and advice, visiting and providing caaed support services and fundraising.
Organizations have realized that volunteers cambeh more effective in carrying out their
missions, and are therefore recruited as valuaklalvers of the team, and given meaningful and
challenging work. This information is as showrFigure 8.
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Figure 8: Types of services provided
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3.4  Volunteer Planning and Organizing

Planning for a volunteer program provides an oppuoty to work out the purpose of the
program, the role of volunteers in the organizatithe program's contribution to the
organization's mission, and how the volunteer @oyfits into the structure of the organization.
A thorough planning process contains mission statgnvision Statement, needs assessment,
goals and objectives, budget, volunteer managepwdiay, job description, etc.

3.4.1 Strategic and Work plans

Nearly 76% of the organizations reported to havat&gic Plans (SPs), while 92% reported to
have prepared work plans to guide their operati@ighe organizations having strategic plans,
all (100%) of the foundations have strategic plaw§0O (76%), CBO (63%), and Associations

(58%), reported to have strategic plans. Other ntelering agencies like Red Cross, St John
Ambulance, government departments also reportbdye strategic plans, as showrrigure 9.

23



Figure 9: Availability of Strategic Plans
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Although a significant number of the VOs indicatdtht they have strategic plans, further
analysis and discussions with the relevant leaiheseme of the VOs showed that the existing
strategic plans do not specifically address themaler work but rather the general aspects of the
work they do. This was particularly true with mastthe NGOs and CBOs that have a mix of
both volunteer and non volunteer programmes. Hegmasence of a relatively high number of
strategic plans may not necessarily mean that #éneyspecifically tailored to comprehensively
addressing volunteer services.

3.4.2 Volunteer Management Policy

The valuable role and contributions that voluntanyanizations make towards the quality of life
in the communities requires the development of &rpolicy instruments that are expected to
provide guidelines and direction for the practioe @evelopment of the voluntary sector. In this
survey, 106 organizations were interviewed andi@@hdt respond to the question. Of those that
responded, about 54% stated that they had a huesannce management manual/policy which
stipulated the provisions for all the human reseuactivities in the organization, 40% did not
have, and 6% reported that they did not know whetheas there or not. The distinction
between the human resource management policy andotbinteer management policy was not
very clear to many of the organizations with theeption of organizations such as VSO, UNV,
The Kenya Red Cross, and NAVNET. Upon further pngbimany organizations stated that they
did not distinguish the human resource base farleegtaff and volunteers except in matters of
remuneration only. For those organizations thabmep to have a volunteer management policy,
the areas covered by the policies included volurpigsnning, recruitment procedures, selection,
induction, support, management and supervision,ivatin and recognition, performance
management, and retention.
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3.4.3 Terms of Reference

A clearly written volunteer position descriptiontramly clarifies what needs to be done and who
will be best suited to fill the position, but algoides in developing the recruitment message,
interviewing potential candidates, selecting thethgeople from among the applicants, and
evaluating volunteers as they carry out their ass@gnts. About 78% of organizations
interviewed, and 61% of the volunteers, indicateat they have some form of terms of reference
commonly known as a job description in place folumteering work. Among the VOs, about
20% had no job descriptions and 2% reported theat thid not know. Most of the volunteer job
descriptions were detailed, but some organizatimdlicated that they use brochures with
overviews of different job opportunities ratherntiadividual job descriptions.

For those who had the term of reference or job rigggm, the volunteer position included
various levels of information that included: nanfgte assignment; purpose of the assignment;
tasks to be undertaken, time commitment; skill negqments; training and development support
offered; supervision structure (to whom voluntegrarts; feedback mechanisms); authority and
decision making structure; supporting policies; bedefits.

3.4.3.1 Level of satisfaction with the job descrifdn (terms of reference)
When the volunteers were asked whether they warsfisd with their job descriptions, 72%
were satisfied, and 13% were dissatisfied withrtheb descriptions. About 15% remained

neutral, as shown ifable 1

Table 1: Level of satisfaction with the terms of réerence (job description)

Level of Satisfaction Frequency Percent Cumulative

(percent)
Very satisfied 43 18.5 18.5
Satisfied 124 53.5 72.0
Neutral 35 15.1 87.1
Dissatisfied 24 10.3 97.4
Very Dissatisfied 6 2.6 100
Total n=232 100

3.4.4 The Concept of Volunteerism

The study sought to understand the concept of wedsism from the perspective of those
involved in volunteering work. The responses reegighow that there is a considerable scope
and views in defining volunteering in terms of me# (altruism, self interest), activities (work
oriented) and setting (voluntary organizations)e Hefinitions of the concept of a volunteer that
show its characteristics are presented below.

Volunteerism has been defined as a not for prdfdgreand seeks to: Benefit the community;
comes out of volunteer’s free resolve; not coeregd} entails no financial gains (VSO National
Volunteer Agenda, Kenya).

“Volunteerism is a powerful means of engaging peapltackling development challenges, and
it can transform the pace and nature of developméitinteerism benefits both society at large
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and the individual volunteer by strengthening trastidarity and reciprocity among citizens, and
by purposefully creating opportunities for partaiion. There are three key defining
characteristics of volunteering. First the actigtyould not be undertaken primarily for financial
reward, although the reimbursement of expensessante token payment may be allowed.
Second, the activity should be undertaken volulytaatcording to an individual's own free-will.
Third, the activity should be of benefit to someattiger than the volunteer, or to society at large,
although it is recognised that volunteering brisggnificant benefit to the volunteer as well”
United Nations Volunteers

Volunteerism is secondly defined as an activityt thes four characteristics: Undertaken for the
benefit of the wide community; undertaken by chaicefree will; not motivated by financial
gain; and entails sustained commitment of the welmwhether full- or part- time or serving at
home or outside (VSO Jitolee Document).

A third definition of Volunteerism is that it is social movement that brings large humbers of
people together, raises awareness of communit@$sanmechanism for achieving development
(Ngutu, Ben.).

Mutsotso and Munyendo, (2001) provide another d@efimwhich is that volunteers are persons

who serve without pay and do so out of their frédénvet cheap labour. They comment:
“Volunteering is a social relationship and like sdicial relationships, there are
rewards and expectations...(these) exchanges needendinancial and immediate.
There is some compensation of volunteers, howevérinmal and in whatever
way....... volunteer benefits....There is no obligatiorvolved and it is not forced
labour...There may be peer pressure to do voluntaoykw....but failure to do
SO....... does not (lead) one to lose any service oil@ges”.

The authors observe further that when a questiasked: Who is a volunteer? The answer is
that it is a man or woman who has responded tdl avithout being influenced or compelled by
others. He/she is: a) Endowed with the power difngness of acting in one’s own free choice,
based on his/her judgement; b) Enter into serwchis/her own without constraints; c) Offers to
serve others; d) Is self-less; e) Has interest elfare of others at heart; f) Is a pluralist not
individualist; g) Is neutral; h) Is objective in altuations; i) Reliable, dependable and trusfed;
Responds to a calling and is open minded; k) Malgseciable impact in the community; and |)
Is an agent of change.

A further definition by Bell is that Volunteerisns ian act that comes out of long established
ancient traditional sharing—people share their tighdls, ideas and energy with neighbours. He
observes further that the act of volunteering cofnas pro-active model of behavior seeking
empowerment of people. That is, people volunteeabge they see the need for change and
believe that by so doing they can make a differémdkeir lives and societies.

Okwangu, (2003) also defined volunteers as indiaislwvho reach out beyond the confines of
their paid employment and normal responsibilities contribute in different ways without
expectations of profit or reward in the belief thie voluntary activity is beneficial to the
community and satisfying to them.

Another definition was provided by Kiuna and Munaf2003) that a volunteer is one who
freely and willingly offers to carry out acts witliopayment, volunteering is the process of doing
the actions.
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These statements show that volunteers are perdomsevve without pay and do so out of their
free will and are not a source of cheap laboursBpirit of service is not new in Kenya—it has
its roots in traditional self-help efforts althouijthas changed based on the changing economic
environment and emerging new forms of volunteerisiyder (1995) supports this statement by
observing that... “In Africa, communal tasks wereurdhry. Each mature adult was allocated
specific functions that they performed for genevalfare of the community.

This view of volunteers and volunteerism comes aeaarly in the prayer invocation that the
Rev. Timothy M. Njoya gave at the UNV Annual Cormfece, Nairobi on'6 December, 1999.

1. Our Gracious God, the Mother and Father of allttveamay we seek to serve rather than to be seteed
love rather than to be loved.

2. God we thank you for the sacrifice of volunteemtighout the ages, those who offered humanitaghefr
to victims of natural calamities and human negleet;s and human rights violations. Make them gaod
faithful stewards.

3. We pray that while volunteers render their help reheecessary, those charged with the responsibility
governance shall foster justice in the distributidnvorld resources and fairness in world trade.

4. We pray for volunteers in, from and to all partstteé world, that they may bring peace where thenoi
peace, plant solidarity where there is division aadperation where there is dissension.

5. Let volunteers be ambassadors of God in the miflgtifterent races, languages, cultures and natjons
amongst whom God has called them to work.

6. O God, hasten the discovery of something to repelspread of HIV virus and cure the AIDS disease.
Give solutions to rampant corruption, discriminatiand lack of accountability, failure to governdan
failure to plan ahead, to prevent conflict and el failure to avoid natural disaster.

7. O God, save us from using voluntarism to perpetdependency and cover up our failure to manage s5od’
gifts of human and material resources properlyveSas from failure to govern ourselves according to
principles of accountability. Help us to meet obtigations to our families, children and those wieed
our assistance in order to become independent.

We pray this in the name of Jesus Christ the Pioofeeoluntarism. Amen.

Source:Rev. Timothy M. Njoya gave at Annual Confiees Nairobi, 1999,'6December.

The Rev. remarked further that... “Volunteerism ish@manitarian action that flows from

compassion. It is an activity based on one perséedding the pain when another's shoe
pinches...volunteerism is a spirit. It starts likeadling that after being expressed to others who
are equally called or who support it, become tramséd from being personal to being
collective”.

One volunteer with St. John’s, Kakamega town putviblunteerism is like a call to me...".
Another volunteer from the same organization saitive do it from our hearts...but (we) also
have needs...yet we have no income...no incentive”.

Participants at the stakeholders’ workshop that aedd in Nairobi provided a large number of
definitions of the concept which included:

A way of providing free services willingly in ordd¢o attend to emergency issues in the
society without any monetary gains attached to it.

A volunteer is a person who willfully subjects hivarself to execute a task without expecting
any financial gain for the benefit of the society.
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Volunteerism is the willingness of doing somethingm deep within your heart without the
expectation of financial gain.

Volunteerism is dedicating or helping partially wholly without being forced and not
expecting anything in return.

Volunteerism is working, giving one’s time, energypertise/skills to achieve set objectives
for benefit of other people or community.

Free giving of service, resources, energy and mantnput expecting anything in return.

A volunteer is anyone who without compensation xgeetation of compensation performs a
task on behalf of an organization for the benefitttee wider community. The task is
undertaken by choice and free will. Whereas theivatibn of the volunteer is not to obtain
employment with the organization, but should noséen as cheap labour

Volunteerism is the rendering of service by chater free will for the benefit of the wider
community by an individual, group, institution watlit necessarily expecting monetary gain.
Unpaid activities done on behalf of a charitable nmn-profit organization. It excludes
informal help, i.e., that activity done to help aighbor, although many activities involve
helping people in an informal basis.

“Volunteering is the commitment of time and energy the benefit of society and the
community, the environment, or individuals outsatee’s immediate family. It is undertaken
freely and by choice, without concern for finangjain.”

Volunteering is ‘any activity which involves spemglitime, unpaid, doing something which
aims to benefit someone (individuals or groupsgpthan or in addition to close relatives, or
to benefit the environment'. 'Informal volunteetig help given as an individual. 'Formal
volunteering' is help given through a group, clulok@anization

These definitions show that a volunteer is a persba renders humanitarian service to others
without expecting full compensation for the servi€he urge to serve comes from the heart and
the volunteer dedicates him/herself to do so oar& pr full-time basis and by so doing derives
inner satisfaction from the actions. The servicpmyvided may not be cheap since the volunteer
could be in the form of expertise or may entaibadf sacrifice from the volunteer. A volunteer
could also contribute to a cause by providing momegterials and other resources without being
forced to do so. The improvements or change thatesofrom the volunteer's efforts will be
those of the community or other needy persons.

The Rev. Njoya sees volunteers as ambassadorsask pbut they can be seen broadly as
humanitarian ambassadors.

Hence, five elements have been identified as caimgri the conceptual description of
volunteering by the respondents. These elemerniisdacewards, the issue of free will, nature of
benefit received from volunteer activity, organiaatl setting and level of commitment of
volunteers. Some definitions have encompassedwamttile others have incorporated broader
dimensions of volunteer work and activities.

In examining the various defining elements of vodaming, it is evident that determining a
comprehensive and accepted definition of the cancegy not be entirely feasible from a
research perspective. However, from the analysiesfonses from survey respondents and key
informants interviews, a comprehensive examinatdnissues relating to volunteering has
indicated the lack of consensus in defining volantey. In light of the foregoing scenario,
selecting an appropriate definition of volunteerimgy be viewed as a relatively subjective
exercise.
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“Volunteering is rendering of service by choice foee will for the benefit of the wider
community by an individual, group, or institutiontiout necessarily expecting monetary gain in
full knowledge and appreciation of being a voluntee

This definition has been chosen because it is bmanigh to encompass the range of roles
volunteers might undertake, whilst still embodythg basic tenets of the volunteer concept.

3.4.5 Volunteer Motivation

People volunteer for a variety of reasons. By ust@eiding what motivates people to volunteer,
managers of volunteer resources can better foais mbcruitment strategies, design volunteer
opportunities, structure training, and implemenprapriate methods of recognition. The survey
sought to understand the motivations for involvemervolunteers’ activities among the survey
respondents. The study used an open-ended quéstiatermine the various factors motivating
them in engaging in volunteer work. The responsesewoded to provide the quantitative data
on the various factors motivating people to engag®lunteer services, as reportedliable 2

Table 2: Reasons for engaging in volunteer work

Reasons Frequency Percent
Service to the community 154 62.1
Promote the work of the organization 16 6.5
Bring change in the society 13 5.2
Form of employment to keep busy 40 16.1
Socialize and interact with others 9 3.6
Perso'nally benefit from the exposure and 16 6.5
experience
Total n= 248 100

Table 2 shows that out of the 265 volunteers whtigggated in the study, 248 gave the reasons
that motivated them into volunteering work. Abo@tggercent indicated that they were motivated
by the service they would give to the communityowthl6 percent felt that they were idle and
hence volunteering gave them the opportunity t@kaey and offer as a form of employment.

Further discussions and FGD with volunteers andiki®ymants revealed some common themes
in motivations for volunteering. One such commoantle was general desire to help others less
fortunate than themselves or to support a cause ishavorthwhile. It was also revealed
consistently that people acknowledge some persbeakfits from being involved such as
enjoying the work, having the opportunity to soizeland meet new people, feeling good about
themselves and having something to do with thearesgime. These findings support other
researchers suggesting that motivations are, in fadtifaceted.

3.5  Volunteering Management Practices

The existence of volunteer recruitment, selectinduction, training, supervision, performance
measurement, and retention management practiceserigral to the effectiveness and
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sustainability of any organization. The study cartdd an assessment to determine the nature of
the volunteer management systems and practiceingp@snong the VOs surveyed.

3.5.1 Recruitment

Volunteer organizations employ many techniquesetarch for and cultivate volunteers. Most
organizations use more than one method to attraiengal help to meet their mission. The
survey itemized twelve possible ways in which védems might be solicited. Respondents were
asked to check all that applied. They were als@igenl an opportunity to list “Other” methods
or sources they us€igure 10 shows clearly that, among the options suggested] wf mouth
was by far the most often cited by both organizei(b8.3%) and volunteers (57%) as a means
of attracting volunteers. This was further undersdadoy the interview results, which included
suggestions that existing volunteers were askéxding their friends to volunteer. This is equally
corroborated by other secondary research repodwisf that 52% of volunteers came to a
volunteer position because they were asked tofbigred. This suggests that the best way to get
volunteers is for organizations, their staff, agithvolunteers to deliver the message that thexe ar
opportunities available personally. Another commway people became volunteers was by
approaching the organization on their own. This msethat organizations need to be prepared to
respond to and welcome people who offer their sess/to them.

Figure 10: Methods of recruitment
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3.5.2 Selection and interviewing

Professional management of volunteer programmessss the importance of a formal selection
process. However, further interviews and discussigith some of the volunteers regarding the
nature of the selection and interviewing procesgeaked marked differences in terms of

complexity and depth, depending on the nature efvtilunteer assignment. For volunteers who
are highly skilled, the selection and interviewprgcess appeared more rigorous and formalized.
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In-depth interviews with VOs that participated lre tsurvey indicated that some of them conduct
some form of screening on incoming volunteers, toit all organizations that screen do so

thoroughly. This basically depends of the naturthefwork to be performed (especially children

and financial related assignment).

3.5.3 Job Induction/orientation

Orientation provides volunteers with all the infation they need about the organization to
which they are giving their time. Nearly 90% of anjgations and 70% of the volunteers
indicated that there is a provision of job orielstatas part of their preparation for the volunteer
assignment. To those who were provided with thegaéntation, much of this information was
delivered in either individual or group orientatisassions for volunteers. In some few cases,
there was a prepared orientation manual that iesladl the basic information every volunteer
needs. This included the following among othergjaaization’s vision and mission statement;
description of the organization’s major programsgjamization’s goals and future plans; how the
organization relates to other service providerthizsn community; organizational chart that tells
volunteers who staff are and what they are resptnir; the purpose of the volunteer program;
how the volunteer program is organized; when trajrand performance reviews will take place;
policies of the volunteer programs (i.e., relattngconfidentiality, reimbursement of incidental
expenses, etc.). Some of the methods used by tlsen/€nducting the orientation/induction for
the volunteer include: briefing, attachment to atpegienced staff member, exposure to
departmental work and activities.

3.5.4 Training

Normally many people volunteer to challenge themeslto learn new things, and to practice
new skills. They are eager for new experienceskaodviedge. About two thirds (64.4%) of the

respondents indicated that they are provided witiming that cover a wide variety of fields like

medical/health training, community development,amcy, Christian values, entrepreneurship,
training and development, and organization rolesfanctions. About 83% of the organizations
indicated that they provide training to their valegrs. On the nature of training 72% of the
organizations indicated that their training is mageof on-the-job training.

3.5.4.1 Volunteers’ level of satisfaction with thé&raining

Asked about their views on the training, about 7%he volunteers reported to be satisfied with
the training provided to them, 11% reported to lssatisfied, and 14% opted to remain neutral,
as shown inrable 3. This in effect shows that majority volunteers &vgenerally satisfied with
the training provided to them.

Table 3: Level of satisfaction with training

Level of Satisfaction Frequency Percent Cumulative

(percent)
Very satisfied 50 23.3 23.3
Satisfied 110 51.2 74.4
Neutral 31 14.4 88.8
Dissatisfied 21 9.8 98.6
Very Dissatisfied 3 1.4 100.0
Total n=215 100
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3.5.5 Incentives

All the volunteers and VOs who responded to th@esuquestions did indicate different forms

of support to encourage volunteering. About 47%hefVOs and 40% of the volunteers reported
on the provision of transport services as an ineertb facilitate the volunteering work. Other

aspects of the incentives provided are as showhigare 11 The responses, both from the

volunteers and the VOs show a wide range of ingestiprovided by organizations. These
incentives also varied considerably, mostly dueh® nature of the organization and services
offered. Specifically, those established and regatarganizations provided relatively better

incentives.

Figure 11: Nature of incentives provided by Vos
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3.5.5.1 Level of satisfaction with the incentives

Of the 245 volunteers who expressed their levelatifaction with the incentives, about 46% of
the respondents expressed satisfaction, 30% ewgrekssatisfaction and 24% opted to remain
neutral, as shown iMable 4. The incentive system needs careful consideratidormulation of
volunteer policy so as not to discourage the spaspecially at the community level.
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Table 4: Level of satisfaction with the incentives

Level of Satisfaction| Frequency Percent Cumulative

(percent)
Very satisfied 31 12.7 12.7
Satisfied 81 33.0 45.7
Neutral 59 24.1 69.8
Dissatisfied 56 22.9 92.7
Very Dissatisfied 18 7.3 100.0
Total n=245 100

3.5.6 Supervision

About 84% of organizations indicated that they hafermal system for conducting supervision
for volunteers, while 72% of the volunteers indézhthat they have a clear mechanism in place
for the supervision of their activities in the ongaations. To those that conducted supervision,
the nature included recording of volunteer attecdaconducting weekly, monthly, and annual
reviews. In some cases, supervision was conduictedgh staff visits and assessments.

3.5.6.1 Level of satisfaction with supervision

When asked about their level of satisfaction whth $upervision, about 73% of the volunteers
were reported that they were satisfied, 9% wersatisfied, while 18% opted to remain neutral,
as shown imable 5.

Table 5: Level of satisfaction with the supervision

Level of Satisfaction| Frequency Percent Cumulative

(percent)
Very satisfied 55 22.7 22.7
Satisfied 121 50.0 72.7
Neutral 44 18.2 90.9
Dissatisfied 16 6.6 97.5
Very Dissatisfied 6 2.5 100.0
Total n=242 100

3.5.7 Performance monitoring and evaluation

More than two thirds (66.8%) of the volunteers abdut 95% of the organizations surveyed and
interviewed indicated that there is formal perfont®reviews, evaluations or appraisals of their
volunteers services. Some of the tools indicatezbsessing performance include monitoring and
appraisal forms, reports, progress review meetipgsiormance appraisal, and referral book.
Several others indicated that they are considemsigg some form of performance appraisal.
However, the in-depth interviews with some of thepondents indicated that regular review of
volunteers’ work is done “on-the-job”, usually in aaformal way by the volunteer's immediate

supervisor. In other cases, the volunteers teridetself directed by the targets developed for
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their work, with peer pressure forming the beswita/” of how volunteers are doing in their
jobs. This was especially true in the positiong tequired the highest level of training and time
commitment, such as that required emergency reliekers.

3.5.8 Recognition and Retention of Volunteers

Recognition of core and episodic volunteers difsersong the VOs. The VOs were asked to state
some of the methods they use for the recognitiorthef volunteers for the work they do.
Recognition of core volunteers was reported to besrdirect and personal and some of the most
commonly used means of recognizing the volunteerdudle: issuance of certificates,
opportunity to attend training, seminars, workshapsentives (token gift), recommendation
letters, pocket allowance, publicity through websjtnewsletters, trophy awards, farewell party
after completing their stay, and given first priprin case of vacancy. They are also provided
with ongoing feedback and recognition. “I try tokaahem feel like they're part of my family,”
the organization manager says.

Hence, recognizing and valuing volunteering is gsva complex matter both ethically and
economically. Whilst there are some attempts toutate the cost of the role they carry out,
some key informants and focus groups reportedithiatnot easy to put a value on the other
benefits volunteering brings and the impact it nsake

In terms of the strategies used to retain volusietre VOs reported to be using different
approaches. However, incentives were most menti23) followed by training opportunities
(16%), paying them allowances (11%), and encougagfirem (9%). Other methods include
extending their services, involving them in actest and formation of alumni clubs among
others.

3.5.9 Termination and Disciplinary Mechanisms

About 50% of the volunteers and 64% of the orgaitina reported that there is a mechanism for
disciplining and terminating the work of volunteemhis is reported to be done through the
cancellation of the volunteer contract.

3.6 Level of satisfaction as a volunteer

One of the main reasons of the survey is to gaimraderstanding of the satisfaction level of
volunteers with the volunteer programs. The aréamusfaction that were surveyed include job
descriptions, orientation, training, supervisiorgeantives and support services, the work they do,
and overall satisfaction.

» 88.2 indicated that they were satisfied with thle they are playing as volunteers

* 74.5% indicated that they were satisfied with tlaéning provided

«  72% indicated that they were satisfied with thelr flescriptions

e 72.75 indicated that they were satisfied with thair orientation/inductions

e 72.7 indicated that they were satisfied with thpesuision provided to them

« 45.7% indicated that they were satisfied with thure of incentives given to them as
volunteers

* 67.5% indicated their overall satisfaction with tletunteer work in the country
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These responses have the indication that mosteoisues that volunteers are largely satisfied
with are process, rather than outcome indicatorerél, all the volunteer aspects surveyed,
except issues to with incentives, received higldgifive feedback from respondents. Less than
one half of the respondents provided positive faeldlregarding current volunteer incentives

and recognition efforts with score of 45.5% of @sgents reported that they are very satisfied or
satisfied with the incentives and support serveeslable to them as volunteers. Given that this
area assesses the level of recognition and appoecidirected towards the volunteers and

volunteer services, it reflects that extent to whiolunteers perceived their level of recognition

and appreciation.

3.6.1 The overall level of satisfaction by the suey respondents with the volunteer work

According to the study, 18% and 49% of the respotsdevere very satisfied and satisfied
respectively, as shown iRigure 12 This means that overall, more than two thirds§%a) of
respondents were satisfied with their overall vieden programs. About 16% of the volunteers
expressed dissatisfaction with the volunteer pnogréhey are doing. However, the respondents
have varied degree of satisfaction levels with gpecific items of the volunteer programs like
recruitment, induction, training, etc.

Figure 12: Overall level of satisfaction with voluneer work
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3.7 Budget and Funding of the VOs

The study sought to establish the existence of wbkinteer budget among the survey
organizations and the sources of funding. About 53%he organizations surveyed did not
respond to the question regarding financial mattEms those that responded, (as shown in
Figure 13) about 17% had an annual budget of less than X&®. 000 and 12% had an annual
budget of between 100, 000 — 500, 000.
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Figure 13: Annual Funding for VOs
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Regarding the sources of funding, about 29% and f&f6rted that their sources of funding
were local and external respectively, while 54%datkd that their funding is from both local
and external sources.

3.8 Corporate Sector and Volunteerism in Kenya

In the year 2002, former UN Secretary-General Kafhan created Millennium Taskforces with
a brief to develop practical and deliverable actitems to achieve the Millennium Goals. Kofi
Annan insisted that business should be represemtéoe Millennium taskforces. He asserts:

“In an age of interdependence, global citizenshigased on a sense of shared responsibility - is
a crucial pillar of progress. At a time when mofean 1 billion people are denied the very

minimum requirements of human dignity, businesshaaafford to be seen as the problem.

Rather it must work with governments and all otaetors in society to mobilize global science,

technology and knowledge to tackle the interlockiniges of hunger, disease, environmental
degradation and conflict that are holding back theveloping world”.

The Millennium Task forces are, therefore, muldiplinary, with strong representation from
the public, private and not-for-profit sectors. Yhaclude NGOs, politicians from developing
countries, independent specialists and represeesatiom UN agencies, all with knowledge and
experience relevant to their respective developnmodls. This study was thus purposely
designed to assess the role of private sector enirtiplementation of voluntary activities or
corporate social responsibility in the countryailhed at determining some of the practical ways
in which the private sector corporations are cboting to the promotion and strengthening of
the voluntary sector.

The corporate sector in Kenya is becoming increggiimvolved in supporting community

initiatives aimed at improving livelihoods of thdsadvantaged in society. Companies are
striving to demonstrate good corporate citizenslaipgd in the process providing additional
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resources to supplement similar efforts being wa#ten by government and civil society
organizations

The involvement in Corporate Social Responsibill§SR) by many Kenyan companies is
determined by several factors. These include: givirack to society; profile raising and
marketing and employee involvement. Areas commsuafyported by these companies include:
health, education, environment, relief, HIV and ADchildren’s homes, water, sports,
entrepreneurship and security (KCDF Research re@008). The choice of project is
determined by the level of impact on target comityyixtent to which the needs match with the
company'’s area of business, and also availabififymds.

However, in their effort to support community wodgmpanies face several challenges, which
include:

Limited financial resources, but increasing pulkkpectation;

Balancing corporate objectives and CSR objectives;

Justifying and defending CSR budgets to sharehsilder

Determining relevant projects, and prioritising theeas to support so as to make an

impact;

Balancing between marketing, public relations a&iRC

Lack of capacity to identify credible community frears

Poor ownership of projects by communities

Inability to monitor and evaluate appropriately

Poor continuity after funding

Several Kenyan companies have established foumdatiwhich act as the corporate social
responsibility arm of the organization. These comgm include: Safaricom Limited, Kenya
Commercial Bank, East African Breweries, Coca-Uedst Africa, Cooperative Bank, General
Motors, among others.

Case of General Motors: General Motors East Africa (GMEA) officially launed their
employee volunteer programme, General Motors VeleinPlus International (GMVPI) in 2004.
The objectives of this programme are:

To expand GMEA philanthropic and community actagtithrough funding from GM
Foundation

- Recognize employees involved in philanthropidvétids who volunteer 50 hours or more with
non-profit organizations, through GM Foundationrgraf $250 to charitable organizations on
behalf of employees.
- Identify critical corporate needs to be addregsedmployee involvement
To provide measurable impact of GMEA Human resaura@untary contribution to the
community

GMEA employee volunteer programme is administergd M5O Jitolee, an international
development organization that works through volerse GMEA employees volunteer in the
following thematic areas: environment, educatiohy EHnd AIDS, health and disability. In 2007,
the employees volunteered in teams and also agdodis. Team activities were identified as an
effective means to raise motivational and voluntetention levels of the employees. The
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programme saw a marked increase in turnout to s\at sign up to individual placements. The
programme has a recognition system where the \@dusitare recognized at the award event.

Several lessons can be learnt from this programme.

1. The importance of partnering with other voluntereyamizations to help identify a variety
of partner organizations where the volunteers @pléced.

2. 1t is important to develop a structure of docummemti monitoring and evaluating
activities and projects so as to capture impact prodjress of the volunteer at the
placement

3. Volunteers and other participants in various prgjend activities were able to exploit
the unused skills and talents. The volunteeringgganmme has provided an opportunity
for the employees to learn from the different comities they have worked with.

3.9 Role of the VO in managing post-election violee

About 82% of the organizations reported to havenbiegolved in handling the post election
conflict. The various roles played by the volungeand VOs include provision of psychosocial
support, peace building and conflict resolution hatdsms, distribution of drugs and medical
supplies, mobilization and distribution of foodrd¥iaid, coordination and provision of transport
services, conducting research and preparing remortthe Internal Displaced Persons (IDP)
conditions in the camps, provision of shelter, pralision of mobile VCT services.

3.10 Collaboration with other organizations

Most of the VOs surveyed (91.7%) reported some faoi collaboration with other
organizations. The nature of collaboration includesmmunity partnership, networking,
advocacy, funding, support, and invitation to méptite in events, among others. Others include
development of capacities and recommendation $etéar well as sharing monthly reports.
Collaboration was mainly with government ministrgggh as: Ministry of Gender, Children and
Social Development, Ministry of Youth Affairs angh@ts, Ministry of Health, specific NGOs
e.g. the Red Cross and UN agencies among otheffiese responses show that there have been
various forms of collaboration between the VOs tiredgovernment.

3.11 VOs achievements with volunteer work

Asked about achievements made by the VOs in reldtiosolunteer work, responses of the VO
informants indicate training and timely delivery pfojects, manpower development, and the
ability of the programs to access the inaccesshbt the vulnerable groups in the community.
Other responses recorded indicated the followilte $0 advocate for social justice, realization
of the organizational goals and objectives, funsimg for the organization, rehabilitation, good
reputation, dialogue, involvement in tasks, devadéguers, fund monitoring, partnerships, saves
lives, save on money, and streamline operations.

3.12 Challenges experienced by VOs with respectvolunteers’ work

Voluntary organizations reported that they are eepeing problems fulfilling their missions,
and a substantial percentage report that theselepnsbare serious. The biggest problems
concern their ability to plan for the future, t@mneit volunteers and board members, and to obtain
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funding from others (i.e., foundations, corporasipand individual donors). Those that rely on
external funding from individuals, corporations gmdindations reported that they are facing
serious problems. Much of this revolves aroundrtredationship with funders and the difficulty
many are facing adjusting to significant changesthia role of governments, expectation,
governance, community participation, and percefeedis and value adding of the programmes.
Generally, many organizations are continuing toggite to adapt to changes that include:

* reductions in funding;

« the need to compete for funding (particularly ie trea of health and social services)
with other nonprofit and voluntary organizationsdann some instances, with the
government and private business;

* amove towards project funding instead of genarppert for an organization’s activities

« the restriction of funding to direct program costith little provision for infrastructure
or the administrative overhead associated with amogdelivery;

< ashortening in the length of time for which furglis provided;

« frequently changing funding priorities;

* mandated collaborations with other organizations; a

< increasing requirements for financial accountabilit

< policy and legal framework in the management olurtdry services and efforts. In the
absence of formal and clear policies and lawsedolmes difficult to organize and bring
order in the sector

These changes have far-reaching implications. Tisable and short-term nature of funding
undermines the capacity of organizations to engagérategic planning. It also creates constant
staff turnover, which undermines the ability of angzations to develop the pool of human and
intellectual capital they require. The administratburden associated with acquiring funding,
reporting on funding, and collaborating with othéras increased. At the same time, fewer
resources are available to support these activtieghers that are equally important, such as the
management and development of the organizationd giaff and volunteers. Taken altogether,
these changes have put voluntary organizationgt@geople who work with volunteers under
considerable strain.

3.13 Qualities of Successful Volunteers

The respondents were asked to state their vievemme of the most important qualities required
for successful volunteering. The following factarsre reported in the survey.

* Bereliable

e Be honest

* Respect confidentiality

« Attend training and support sessions where agreed

* Act with due care for their own safety and thabtifers

< Adhere to organization’s policies and procedures

e Carry out tasks in accordance with the aims andegbf the organization
* Work within agreed guidelines and limits

¢ Honour the volunteering commitment they have made

3.14 Benefits derived from Volunteering

3.14.1 Benefits derived by volunteers
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The study survey also sought to determine the we&mopportunities and the benefits these
assignments might offer to volunteers. Benefitsvéer by volunteers were varied as reported in
Table 6.

Table 6: Benefits derived by Volunteers

Benefits Frequency Percent
Knowledge and experience 60 23.2
Participation in community work 14 5.4
Interaction with different people 92 35.5
Opportunity to give a service to needy people 22 5 8.
Earning a livelihood 35 13.5
Recognition by the community 36 13.9
Total n= 259 100

According to the responses 35 percent of the vekrstdo benefit as a result of interacting with
different people, about 23 percent gain experieand skills. Others (8.5%) volunteering
provided the opportunity work with groups such hidcen and youth matters, women'’s health,
political issues, criminal justice, the environmeamnd so on. It also indicated that volunteers
gained organizational skills, such as how to orgamésources, manage the work of others, be a
leader, plan, fundraising skills, and run an orgation. To others (13.5%), volunteering
provided them with the opportunity to earn a liviigelihood), while others (13.9%) felt that
they earn respect and recognition from the communit

3.14.2 Perceived Benefits derived by VOs and commities

Due to the interactions beneficiaries have had wihunteers in various projects, especially
those where they interact directly, there is arnregiption of the important work carried out by
volunteers.Table 7 shows the benefits derived by VOs. About 25 peroérthe VOs reported
that having volunteers was a cost effective wayuaiing their projects, while 15 percent felt
that volunteers supplement the efforts of paidfstaB percent appreciated the fact that
volunteers bring in new ideas and experiences,endtiers said that volunteers were important
as they engaged in capacity building efforts of tinganization. Other benefits noted were:
representing the organization, program developnudfering support, cultural experience, and a
link to the community.

Table 7: Benefits derived by VOs

Benefits Frequency Percent
Cost effective way of running project 27 25.5
Supplements efforts of full-time paid staff 16 15.1
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New ideas and experiences 14 13.2

Represents organization 12 11.3
Capacity building/Training 11 10.4
Program development 8 7.5
Offers support 7 6.6
Cultural experience 7 6.6
Link to the community 4 3.8
Total 106 100

Beneficiaries interviewed had a lot of positiventyg to say about the volunteers and how they
had helped improve their lifestyles. From the FGiDsyas also reported that Volunteers have
assisted community members identify their potentaiquire skills and knowledge through
training; understand how to take care of oneselffamily; lead a healthy life by avoiding drugs
and moving away from street life, realized the im@oce of education for the children; learnt
how to have balanced diet from scarce resourcgmowved businesses through skills training in
management and record keeping; become self reflaough sale of artistic skills as we
entertain; change of behaviour as we interact witters; opened our minds to many possible
sources of income. Overall, the volunteers have laegood linkage between the community and
the organizations that recruit them.

Beneficiaries were asked whether their commungtgisrequire volunteers. Overall, there was a
unanimous response by most respondents that thieeseprovided by volunteers were still very
much needed. The reasons for this were becauseteehs are able to expose them to new ideas
and experiences. Others noted the importance ahteérs as a saving to the Government which
would otherwise have to provide support given te/vblunteers.

3.15 Strengths and Weaknesses of Volunteer programs
3.15.1 Strengths

During in-depth interviews, organizations were aske identify the single most important
reason they had a successful volunteer programrédponses varied, but most frequently cited
was that they gave their volunteers a chance ta part of important work in supporting the
mission of the organization. The other key reasamyrfelt that their programs were successful
was that their institutions had a commitment tountéers at its core — that they could not, in
fact, carry out their mission without the help alunteers. In some cases, the program of the
organization had been built around volunteers, Wwhias felt to make a big difference in the
organization’s ability to value and support thostunteers.

In some instances, respondents said that the suapdrcommitment of the administration and
leadership was essential to their success. The atka that came up frequently was that it was
important to have dedicated, professional staffjassl to the volunteer program.

Some others said that they provided a lot of valsiggbort or flexibility to volunteers, or that
volunteers were made to feel that any time theydcgive was important to the organization,
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which made them want to come. Others said that #iglity to match volunteer abilities with
program needs made for a successful experiencé sdine indicated that they had found ways
to encourage friendships among volunteers and, sthfth again made people want to come and
volunteer. Respecting and valuing volunteers whkenes that came up time after time, along
with the expressed understanding that providingmmegul work was important.

3.15.2 Weaknesses

The two main areas in which a majority of responsiéelt they needed to do a better job were in
recruiting volunteers, and in maintaining frequeotact with them once they begin work with

the organization. Within the broad subject of ré@onent, volunteer organizations felt that they
particularly needed to do a better job connectirith vnost volunteer agencies that could

encourage or facilitate volunteerism on the parthafir employees. Others thought that they
could do a better job connecting with the youth aetirees, and several indicated that they
needed to improve at reaching a more diverse Hasadunteers.

Once a volunteer is on board, interviewees felt thair inability to spend larger amounts of
time with each one weakens the tie between thenagtion and the volunteer. (Again, they feel
that, beyond dedication to the mission of the ogion, personal relationships are what really
make someone willing to keep coming back.) Thoteritewed frequently talked about the need
to better match volunteers with tasks, and to tnamllkinteer interests in a more comprehensive
and consistent way. (Interestingly, some voluntesganizations do not use technology to
manage information on their volunteers, despitefélot that some database programs existed in
their organizations. Many simply had the information sheets, or in their heads.) They also
stated a need to communicate better once volunégersn the job, and to do regular follow-up
to ensure that volunteers remain interested aniecged.

The other area where many respondents felt theyidtie doing a better job was in recognizing
the contributions of volunteers. Going along witle tsense that they were getting too busy to
spend much time with the volunteers, these intemes felt that volunteers would feel better
supported and valued if they were recognized aadkibd more frequently. Among the areas
where interviewees felt staff in general suppoxteldinteers well were:

Thanking them while they are doing their variousso

Treating them as a true part of the team

Creating a good social environment where voluntesnst to come, and
Serving as resources for volunteers.

Some organizations are looking carefully at treraffecting volunteer availability and
involvement, and are adjusting their approachesrdatgly. For instance, many programs have
become more flexible in creating jobs for volungeeeducing a volunteer assignment down to
discrete tasks requiring less time, allowing pedplevork on weekends or in the evenings.
Others have reviewed volunteer jobs to make suey tire meaningful, in order to draw
volunteers who have a strong need to do fulfilkivayk.
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3.15.3 Impact of Voluntary Sector

The study used FGD and key informant’s interviewsdetermine the impact of voluntary
services in the socio-economic and political depilent of Kenya. The following are the results
of the responses fro the respondents:

Strengthening the economy¥Voluntary organizations are key players in thenecoy in
their own right as employers and service providdise sector plays a key role of
creating the conditions where the economy can iBbuby investing in people through
training, boosting skills and confidence, and inyimg the employability of people on
the margins of the labour market by providing ewitke of reliability, punctuality and
dedication to work through volunteering. Througheithbusiness activities social
economy organizations are key partners in the egéinon of deprived communities - at
its best, the sector also act as exemplars of Igocésponsible business practice to the
business community, promoting corporate resporigibdy linking business decision
making with ethical values, respect for communitied the environment.

Building strong, safe communities:Economic growth alone is not enough to guarantee
happiness, but is dependent on a host of otheorfgcincluding the quality of social
networks. The sector plays a key role in buildimgnmunity cohesion — creating links
and social networks in communities, giving people opportunity to come together for
example through sports, voluntary arts and youthbgl -nurturing public spirit,
institutional co-operation and community identifica.

A confident, democratic Kenya: With a strong ethos of volunteer management,
voluntary organizations have embodied ideals oficciparticipation and active
citizenship. The sector promotes the involvemenpadple in the lives of communities
and wider society through its projects and througlunteering. Volunteering itself has
been about people who step forward to help othérsse lives are very different from
their own, without judgment or prejudice, to workthwpeople affected by drug or
alcohol misuse, people with mental health problenthose affected by war and conflict.
Volunteering has thus been a way of creating aatknof optimism, hope and a confident
Kenya.

Delivering excellent public servicesOur public service reform agenda and the Vision
2030 aim to ensure that services are high quatity designed and delivered around the
needs of individuals and communities. The voluntagtor has and is playing two roles

in this agenda. Where organizations have the pdaticskills and expertise they have

provided services directly. They have also contgbuto planning and designing of

service delivery through powerful advocacy to eastirat services meet the needs of
specific groups or individuals

Sustainable Development:It is the aspiration of every voluntary organipatito

improve wellbeing and quality of life on a lastibgsis. Many voluntary organizations
are adept at developing integrated and innovaiives Ibetween social, economic and
environmental problems and have offered a rich eouwf feedback on whether
sustainable development is being achieved in mmctffered a vehicle for community
action around sustainability issues, acted as alysatfor adoption of sustainable
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lifestyles and have demonstrated through example $isstainable development can be
an integral aspect of public service delivery.

3.16 Leadership Support and Involvement

The role of the organizations and leadership iatimg a supportive environment for a volunteer
program is considered to be essential by mostagethnterviewed, as well as for many survey
respondents and key informants. However, the acleal of involvement of the top
management in the programs varied tremendouslisome cases, it was clear that the top
management was not at all involved with any volargeof course with the possible exception of
an occasional appearance at special occasionsentseor many of the professional managers
in those institutions, it was felt that a more bisi presence and level of support from the
leadership would result in a stronger volunteegpam.

In other instances, the top management stronglgleaged volunteer involvement, to the point
of interacting with volunteers each day, sendingspeal notes and ensuring that all staff
members had something in their job descriptionsuabopporting and encouraging volunteers.
In the programs where the top management was pdighind the involvement of volunteers,
respondents felt that this involvement was of tnedaoeis benefit to their ability to recruit and
retain good volunteers, and some felt it was thgleimost important factor in their success.

It should be noted that the size of the institugiamerviewed did, with a couple of exceptions,
have some correlation to whether or not the toddeship was directly involved with volunteers

on a regular basis. In the institutions that hdakge number of staff or many different locations,
the ability of the top management to interact witAny volunteers was limited. However, it was
clear that there is more opportunity for top mamaget of larger institutions to communicate

their support, even if they don’t see people on alydbasis. In most instances, those
organizations that viewed volunteers as unpaidelutl to staff had leaders that found ways in
which to be supportive. Those that viewed volurgees peripheral to “the real work” tended to
have managers who did not view supporting volustesrbeing worth their time on an on-going
basis.

3.17 Challenges in Volunteer Work and Services

There are a number of factors that affect volunteeolvement today, some which could be
considered challenges, and some which present mpytes. The challenges most frequently
mentioned by those interviewed were as follows:

The increasingly limited time perceived to be aafalé for volunteering, due to dual-
career couples, increasing activities for child¢myuiring parental involvement), more
single parents, the economic hardships, (which smieare people are working multiple
jobs), and a general feeling on the part of po#énblunteers that they do not have time
to do anything more than they are currently doing.

Some retirees are working longer, and when thegllfirdo retire, want more challenging
work. They also want to be treated as staff equadsh factors necessitate more training
and more staff time to supervise and support.

Most people do not want to do tedious tasks, bsiead seek more challenging uses of
their time. This, again, means organizations mushare educating and training, and
must re-configure tasks to make them more meanlingfu
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Since many people must work during weekday howwgef volunteers are available to
help during traditional working hours, which is wherganizations often need volunteer
help.

Organizations must be more flexible in meetingrteeds of potential volunteers.
Corporate downsizing has resulted in a reductiorthim number of paid employees
available. Even those that still maintain a comreitinto employee volunteerism have,
many times, scaled back the number of hours in lwkhey are willing to make their
employees available.

3.18 Policy and Legal Frameworks for Voluntary Sear

Creating a more socially just Kenya, where no-aneondemned to live in poverty, has been an
important element of much of the activity of Kenyalevelopment policies and programmes
over the last four decades. However, Kenya hathatta comprehensive and formal policy and
legal frameworks that directly recognizes the raf@ contribution of the voluntary sector in
national development. However, earlier Governmeavdlopment Plans and Sessional Papers
have shown some concern with respect to human mesaievelopment, but have not indicated
the direct linkages between volunteerism and deweémnt in Kenya, especially with respect to
the overarching themes of community involvementgcialo inclusion, and sustainable
development.

However, policy documents such as the National RgpvEradication Plan (NPEP, 1999),

Poverty Reduction Strategy Paper (PRSP, 2001) lamdEtonomic Recovery Strategy Paper
(ERS 2003-2007) emphasize employment creatiorerfgsowth of the economy of 5 -7% zero
— tolerance to corruption and overall poverty reiuinc More recently, the vision 2030 that was
launched in 2006 in the form of an economic progrgeared at transforming Kenya into an
economic power house equally emphasizes: Highenamiw growth rate of more than 10%

over the next 25 years, a just and cohesive soeidty equitable development, a clean and
secure environment and democratic political systéimas nurture issue —based politics and
protect the rule of law. It also emphasizes impmoest of the agricultural sector —especially
coffee, livestock and related industries, tourismhanced scientific and technological capacity
and wiping out of slums and replacing them with lwdénned, low cost houses in all major
towns. There is need for the recognition of the @atd contribution of the voluntary sector in the
implementation of the development plans in Kengaeeially the Vision 2030.

However, the blueprint has been faulted by the C&®a:ot giving adequate emphasis to
manpower and related institutional developmenaddresses human resource with emphasis on
employment, but does not emphasize the importahe®lonteering despite presence of major
international and local volunteer programmes in ¢bantry and the significant role they have
played and continue to play in addressing equitgeting human resource targets and needs,
social inclusion, human resource development arsfasable development. Therefore, the
effective realization of the vision’s benchmarkscessitates partnership among the public,
private and voluntary sectors.

One key informant stated thatE€onomic growth alone cannot resolve problems efurity ...
many more people can still remain impoverished idegpuantitative growth in the economy.
What matters to the ordinary people is how the dihogan trickle down in real terms. Voluntary
sector can thus play a critical role in achievirgetVision through bottom-up community based
projects that have got a direct bearing and imptacthe local people."Therefore, in order to
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move the sector forward, the need for a policy lagal framework cannot be underrated in the
country’s development context.

3.18.1 Trends towards policy and legal frameworksrovolunteerism in Kenya

A number of policy and legal frameworks and pragipoint to the potential for development of
volunteerism policy in Kenya. The trends are oetlirbelow.

a. Government Efforts

Kenya's Harambeeself-help movement which was recognized and supgoby the
government and which enabled communities to buidchynfacilities on self-help basis
marks the beginnings of government acknowledgemérthe voluntary spirit in the
country. The support was evident in Republic of ¥&rSessional Paper No.10 of 1965
and in the 1964-69 Development Plan and minimallguibsequent plans.

Another development came with the enactment in 168Ghe Non-Governmental

Organizations (NGO) Act that provided for the elsment, functions and powers of
the NGO Board, registration, and licensing of NG@wmir self-regulation and their
financing. This is a significant step towards trevelopment of the voluntary sector
because most the VOs are registered and operater uhd framework of NGO

Coordinating Act

The Cooperative Societies Act, 2005 and its eaxlemsions as well as Societies Act
under which associations are registered are otleasures that have been taken by the
government in recognition of voluntary efforts.

Currently, the government has entrusted the Minisfr Gender and Children Affairs

with the mandate of coordinating volunteer actdgtiin the country. The specific
activities include the linking of communities witthe VOs that recruit and place
international volunteers as per the request andsnekethe CSOs. The Ministry is aware
of the gradually increasing role that is being plhyy volunteers in the country and is
keen to facilitate development of policy that camrsgthen the spirit of volunteerism in
the country.

b. The Youth policy and legal frameworks and programms

The Ministry of State for Youth Affairs and Spoftss developed a National Youth
Policy Paper that has identified volunteerism asr& aspect of development, especially
in the areas of community services. The policy deent encourages the youth to
volunteer by calling for mass clean ups and tremtplg as well as visiting children

homes and hospitals. The Ministry has establistoedhyoffices at district and divisional

levels countrywide who mobilize the youth to pap#te in volunteer activities. The

participants are later given certificates of pgpation as part of the recognition of their
role and contribution in volunteer work.

The ministry also supports organizations that dealolunteerism by giving grants e.g.

Kenya Scouts Movement who have been greatly ingblire volunteer work. The
ministry also recognizes existing volunteer bodigsequesting for their services when
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they have functions e.g. St. Johns Ambulance. Tdt®@mal youth services which has
been involved in nation building activities is bdsm the spirit of volunteerism

However, while there are positive developments dpe¢gken by the government in the
promotion and development of the voluntary sectitre policies and practices
implemented by the Ministry of Labour and Human é&tese Development are working
against this spirit. While the concept of volunieer conceptualizes work without any
direct financial gain, the current labour practiciesnot contemplate any work without
pay. This practice has made a number of volunteganizations to have second thoughts
in the recruitment and engagement of volunteer¢hair programmes. This therefore
constitutes a legal and legislative gap that nded®e harmonized for sustainable
development of the voluntary sector in Kenya. Othegal issues that need to be
addressed include the legal recognition of the nitedn of voluntary sector and
appreciation on the role it plays in the countgogio-economic development.

Lessons Learned in the involvement in Volunte&Vork

Based on the experiences gained in the voluntari,wioe respondents indicated the following
as some critical lessons that they have learn#éteiicourse of their work.

Volunteerism can reduce dependency and promote emperment

With globalization come new risks as well as oppoittes. It can lead to the
marginalization of traditional cultural and soai@rms and, in the vacuum created, many
people feel a loss of control or influence overirthiges. This powerlessness can be
compounded by development interventions that taifake account of local knowledge
and norms. When outsiders alone seem to possegssithem to navigate a route through
the new reality, dependency on knowledge which cofr@m outside the community is
created. Empowerment begins with a rediscovery tti@tseeds of a solution lie within.
This creates confidence which, in turn, leads ogeition that self-help is not only
possible but essential. Voluntary action by indists and groups is therefore an integral
part of this learning and awareness process.

Volunteers are valuable knowledge brokers, linkingknow-how with community
needs

Information empowers people. Accessing and tratismgitnformation are vital elements
in promoting democratic principles in civil sociedg well as greater accountability and
transparency. Strategies to achieve this need ftressl the creation of policy
environments where information can flow freely. Yheso have to ensure that civil
society has access to relevant information and pieaple have an opportunity to feed
their views into the development and implementatibprocesses and policies that affect
them.

Thinking about volunteers in terms of their cost r&uces their value

Utilizing community self-help groups and unsalarnedividuals, or integrating personnel
from volunteer service agencies is often seen affantive way to achieve development
results at low cost. However, planning volunteguuiis whilst thinking predominately in
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terms of the money involved diminishes the trueugabf volunteer endeavour. It can
undermine strategic thinking and expected resulise role of volunteerism in
development should be viewed as a worthy apprdsathcain bring high returns in many
different contexts. The collective action of volgets, though often composed of many
small scale acts, can cumulatively lead to enornohasge.

Recognition— the volunteers play an important role in commud#velopment and
there is need for coordinated approach for valaing recognizing them, considering the
roles, responsibilities, constraints and the valuespective contributions.

Representation and Access to information sharing and consultation is regdifor the
development of strong voluntary sector.

Partnership — sharing of information, mechanisms for joint wiak involvement in
policy making, planning and service delivery, opessiand spirit of co-operation is
necessary and this thus would require an institatiframework for the coordination of
voluntary work in Kenya. This body will do amondhet things: Influence the
development of national voluntary development polpromotion of voluntary services,
undertake quality control of the voluntary actietiand programs, evaluation of
volunteer impact, development of codes of practte,

Resources finance, expertise, access to facilities andragbpport in kind are necessary
for the support of a strong volunteering program.

Informal nature of volunteer programs: The voluntary sector in Kenya is too informal
and ad hoc in nature

Transparency and Accountabilit,: A number of the organizations in the voluntary

sector are too secretive overprotective and laotegy framework for showing structures
and practices that would enhance good governance.
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4.1

SECTION FOUR: CONCLUSIONS AND RECOMMENDATIONS

Conclusions

Voluntary action has a long and rich tradition irertga. It entails individual and
collective initiatives for common public good. IreKya, the roots of voluntary action
have been primarily spiritual. Christianity, Islarinduism, Buddhism, and Sikhism and
their various sects have all been an importantcgoaf spiritual inspiration for voluntary
action in Kenya

There is no generally accepted stable definitionthd concept of volunteerism or
volunteer work. Some studies used a very broadnitiefi of the voluntary sector,
including “all not for profit organizations, providy services or undertaking activities
that offer some form of social, economic or welf&enefit to the communities they
serve”.

However, in the Kenyan perspective, the conceptohiinteering refers to “rendering of
service by choice of or free will for the benefittbe wider community by an individual,
group, or institution without necessarily expectmgnetary gain in full knowledge and
appreciation of being a volunteer”.

Volunteering is viewed as a form of social capiweth particular reference to: the role of
volunteering in promoting social inclusion, assigtimarginalized social groups, its
relationship to other forms of civic participatiand unpaid work, creating a civil society,
social action, in community building and communigpewal

All volunteers and voluntary organizations are eialy driven by a social, cultural or
environmental purpose rather than a pursuit ofiposfpersonal gain per se and often
involves volunteers in their work and most of theemefit from donations from external
donors.

In terms of general perceptions of volunteeringréhwas agreement that the types of
services provided by volunteering organizationsemagry valuable for socio-economic
development of the country.

The voluntary sector is made up of a rich diversityorganizations with different legal
forms, structures, and operational practices. Tleetos includes unincorporated
community and voluntary groups, registered chajtedc. However, the sector has some
shared features which set it apart from the prigatd public sectors.

Most volunteers are single and relatively youtli#diing within the age bracket 18-34
More women than men provide voluntary services

Nearly 50% of the VOs have been in operation foselto 8 years

About 41% of organizations are registered as NG®D 30% as CBOs

Over 90% of the volunteers have secondary educatienificate holders, or university
degree

About 76% of the VOs reported to have developeatetjic plans and 92% have work
plans

Most of volunteers work are mostly focused in comitwudevelopment including health,
education, and social work

82% of volunteers provide services targeting ckiddand youth and 55% provide
services targeting women

54% of VOs have volunteer management policy, afghofurther assessment revealed
the existence of a human resource policy rather Wodunteer management policy.
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People volunteer for a variety of reasons, inclgdiersonal achievement, socialization
and altruism factors

There are varied levels in the application of aorrenanagement practices in the
management of volunteer programmes. However, largewell established VOs have
formal systems in terms of planning, recruitmeetestion and interviewing, induction,
training, supervision, performance managementjalisary procedures, incentives, and
recognition.

Of all the methods used in recruiting volunteergrdwof mouth was the most used means
of getting volunteers.

About 26% and 16% of the organizations reportetheausing only local and external
sources of funding respectively. About one halftted VOs source for both local and
external funding.

Organizations use different methods of recognizing valuing their volunteers. Some of
the methods used include provision of certificatesining, token gift, recommendation
letters, pocket allowance, publicity through websitnewsletters, trophy awards, farewell
party after completing their stay, and given fjygbrity in case of vacancy.

About 82% of the organizations reported to havenbiesolved in handling the post
election conflict. The various roles played by tldunteers and VOs include provision
of psychosocial support, peace building and confésolution mechanisms, distribution
of drugs and medical supplies, mobilization andtrithgtion of food, First aid,
coordination and provision of transport servicesnducting research and preparing
reports on the IDP conditions in the camps, provisif shelter, and provision of mobile
VCT services.

VOs are continuing to struggle to adapt to chartges have included funding, good,
governance, development and maintenance of managsysems and structures.
Overall, all the volunteer aspects surveyed, ex=tes related to incentives, received
highly positive feedback from respondents.

The survey found that more than two thirds (67.5¥yespondents expressed overall
satisfaction with their volunteer programs. Currenientation and recognition efforts
received highly positive feedback from survey resfents.

Corporate social responsibility is emerging as ranfof expanding the scope and sphere
of philanthropy in Kenya

There is a general lack of comprehensive policylegdl framework that would address
the definition, planning, recognition, promotionpocdination, and overall formal
development of the voluntary sector in Kenya

It has generally been recognized by the volunte¥f@s, and key informants that
voluntary sector has an important role in the dewedent of the Kenyan society and
especially in meeting the development goals assaged in the Vision 2030.

Recommendations and Way forward
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4.2.1 Strengthening the sector’s role in advocacynd contributing to policy making

The sector plays an important role in contributiogpolicy development, where its unique

position in society often gives it special insighto the needs of local communities and
individuals. It also has a role as an advocatenble communities and individuals who find it

difficult to articulate their needs and views, taranunicate with decision-makers. The voluntary
sector is uniquely positioned and motivated tocatéite alternative visions and solutions to some
of Kenya's biggest challenges from climate chamméhéalth improvement. It should initiate

campaigns for public provision for unmet, sociakde or for better or alternative provision

where public services already exist. Again, thet@weshould contribute its knowledge and

experience to policy formulation, through dialoguiéh government at different levels. Through

its frontline activities, the voluntary sector gsivaluable insights into how policies and

programmes are actually working.

The advocacy should also target the public seméf@m so as to encompass the contribution of
volunteers, especially those with technical skiigch as medics, teachers, legal and para-legal
professionals who occasionally provide servicesnthey are free (vacationing)

4.2.2 Legal Framework

The legal and legislative environment in the coprsinould take cognizance of the volunteer
sector in order to promote the sector’s role ins@conomic development of the country. This
should be addressed essentially in the area refatedal identity. While the VOs are registered
under the NGO Coordinating Act of 1990, there ischéor the harmonization with the Labour
Laws in the country so as to facilitate operaticeféiciency. The current labour regime does not
provide the conducive environment for the integmatiof voluntary services in the labour
management practices in Kenya. This would thusireghe players in the voluntary sector to
lobby for the changes in the conceptualization apdrationalization of the labour laws, as it
pertains to voluntary services.

4.2.3 Voluntary Sector Development Policy

There is a need for a Voluntary Sector Policy imy@ The Voluntary Sector organizations need
to play a role in developing the positive workimdationship with the government. It is clear that
a policy is required and a working group shouldfdrened to undertake this. The fundamental
issues that need to be addressed in the policydacl

Recognition — This covers the roles, responsibilities, constsaind the value of respective
contributions. There is need for official acknowgetent and appreciation on the value and the
contribution of the Voluntary Sector to the so@abnomic, environmental and cultural life in
Kenya. There is also need for the government to@eledge the independence of the Voluntary
Sector and the right of voluntary organizationserewhen supported by the government, to
challenge the policies and practices of the goventrin the interest of VOs and service users.
The policy is also required to recognize voluntegras an important opportunity for people to
contribute actively to their communities and supmd encourage volunteering initiatives.

Representation and Access- The policy needs to provide a framework for infiation

management, consultation and decision making antfumy/Os. The Voluntary Sector needs to
clearly state its objectives and priorities, pravidlear and easily accessible information about
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channels of communication with the government, aittiin the sector and issues relating to
structures and systems for conducting consultations

Partnership — The policy framework should also cover areas mfforimation sharing,
mechanisms for joint working, involvement in polioyaking, planning and service delivery,
openness and spirit of co-operation. This shoultl guclear mechanism of having joint
collaboration programming.

Resources This policy area is required to cover aspectinaince, expertise, access to facilities
and other support in kind. The Voluntary Sectoiigyoshould:-

Promote the importance of good volunteer manageprastices to VOs.
Promote, develop and maintain agreed monitoringluagion systems for VOs
Promote sustainable funding mechanisms to ensifreeiant and project sustainability

4.2.4 Strengthening the Capacity Building of VOs

In addition to the challenges identified with resip® addressing the external issues, there are
also challenges that the sector faces internady itthibit its capacity to play out its full part i
the socio-economic development in the country. &egllenges are in the areas of:

More effective governance and leadership
Ensuring efficiency while protecting diversity
Partnership working (within the sector and with ghublic sector)

More effective governance and leadership

Strengthening the skills of the sector’s leaderghigstees) and top management team for
effective stewardship of voluntary organizations

Improving standards of accountability and transpayewithin the voluntary sector and
dealing with changes in regulation

This requires capacity building programs that wopidvide a renewed focus by the sector’s
intermediaries to build strong partnerships witlcaloand central government and to ensure
appropriate support, information and training tdumtary organizations and their trustees.

Ensuring efficiency but not at the cost of diversig

Building on and valuing the sector’s diversity tasare innovation, participation and a level
playing field

Co-operation, pooling resources, de-duplicatingretmecessary

More strategic use of new funding opportunitieskliag risk aversion

The sector’s intermediaries and higher profile argations like UNV, VSO Jitolee, and Red

Cross have a key role to play in facilitating thiscussion within the sector, as well as
developing the ways in which it presents itselfthe general public and other sectors. The
sectors intermediaries have an important role wating a climate within the sector which

recognizes that all have a strategic role to plgpvernment and the voluntary sector.
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Learning from other approaches

Building more links and sharing learning from otketntries

Building more links with the private and public s@s and other parts of civil society to
build effective partnerships that cut across tradél silos

Coordinating the development of the sector’'s poliegposal and position papers for
presentation and discussion with the government.

The is also need for the development of the sexgirategic plan by taking a longer term
view of how the sector’s role needs to develop ahanging Kenya

The sector needs to take a lead in building lot@sting strategic links both across sectors in
Kenya as well as with others outside Kenya in otdanake sure its activities stay relevant and
focused, and to build-in its own contribution te fholicymaking challenge.

The sector’'s awareness of the challenges it facasili short-term and focused on immediate
survival such as securing funding, securing staffaunteers and compliance with government
regulations. Efficiency, managing growth, linkingthvothers and ensuring quality are still
secondary concerns.

Meeting longer-term challenges as outlined aboue thérefore require more security for the
sector through better and more efficient fundingl @greater sharing of ideas and insights
across the sector and more focused pragmatic emgageby the sector too on furthering
voluntary/public sector engagement particularlyttag local level. High profile government
initiatives on their own will not be adequate tsakve these issues. The full participation of the
sector is also needed.

4.2.5 Voluntary Sector Development Strategy

Establishment of a national and regional coordimatframeworks, the formation of
national umbrella and regional branches so as Iarare collaboration, networking and
advocacy. This will make it possible for the prémsof accurate and precise estimates of
the scale and size of the voluntary sector in Kenya

To strengthen voluntary sector, a lead VO for e&glion/district is needed to promote &
support smaller VOs. In the overall strategic fraroek for the promotion of voluntarism
in Kenya

Preparation and updating of the VOs and voluntdatabases

Awareness and promotion of volunteering among taey&ns

To sensitize the government officials and othekedtalders on the contributions of the
voluntary sector in national development interaztnd also as experience sharing forums
Strengthen participation of youth and retireesmvolunteer services

Strategic and Action Plans are necessary to itistitalize the role of the voluntary sector.
Improved framework for recognition of volunteers

Promotion of the philanthropy among the corporateges

Development of the Code of Practice among the VOs

Development of resource mobilization strategy

Development and promotion of ‘best practices’ iflumbeering to include:

Participatory planning and organizing

Internal volunteer management policies and proasiur
Volunteer recruitment

Volunteer screening, interviewing, and placement

53

O oO0oo0o



Orientation and training
Supervision

Performance and evaluation
Retention and recognition
Program evaluation

OO0 Oo0Oo0oo

4.3 Further studies

To develop the body of research-based knowledgee tis need to know more about what leads
individuals to volunteer at different points in #nand in different ways — both the personal
motivations and the situational factors. It woule elpful for further inquiries into people’s
volunteering.

Other areas that require further research include:

The development of a voluntary sector policy asdrtegration in socio-economic planning
mechanisms is for the players in the voluntary et present empirical evidence with
respect to the contribution of the voluntary sedtorthe socio-economic development in
Kenya. This would thus require an action-orientexsearch to establish the sector's
contribution in the areas of poverty alleviatiomoguction of goods and services, capacity
building, employment creation, enterprise developtn&ommunity regeneration, social
inclusion, development of social economy, etc

Research project to document best practices ofiW@8ferent sectors.
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Appendix A: Questionnaire for Volunteer Organization

1. NAME OF THE ORGANIZATION
2. TITLE OF RESPONDENT
3. Contact Address o BOX i
o TEL.o
. E-mMail e

4. Year of establishment

Type of legal status A. Association B. Foundation C. NGO

D. CBO. E. Cooperative F. Other (Specify)

6. Year of Registration
7. Name of localities in which you afeProViNCe(S)........uiu ittt e s

currently active (D153 (o1 () P
8. What is the organization’s perspectiye

of a volunteer?
9. Where are your volunteers placed

(Please Tick) Urban I:I Rural I:I Both Urban and Rural I:I
10. | If your volunteers are placed in both

rural and urban, state the percentadérban ..................... % Rural ....ccooooeiiini, %

distribution
11. | Does your organization have a written

strategic plan? Yes I:I Ncl:l Don’t Know I:I
12. | If yes, please provide a copy or key

features in the strategic plan
13. | Does your organization have wofk

plans? Yesl:l N(J:I Don’t Know I:I
14. | Brief description of the sectors 0OfA. Sports & Recreation B. Health C. Social serviceg

activities being implemented

(Please select all

apply.)

responses th

D. Education E. Culture and Arts  F. Law & Crime
atG. Citizens'/Advocacy Groups H. Employment and Training

I. Housing J. Community Development K. Environment
L. Governance M. Animal Welfare

N. Business and Professional Associations, Tradersni
O. International Developmen®. Faith Based/Religion
Q. Philanthropic, Foundations, Charities, Fundragsin

R. Other (Specify)
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15. | Do the programs your organizatign A. People with disabilities B. Older adults C. Children or youth
offer serve or assist any of theD. Women E. Refugees F. Other, (Fease specify):
following groups?(Please select al
responses that apply.)

16. | What is the total number of volunteers
recruited  by/working in  your A. Total: I:I B. Malel:l C. Femalel:l
organization at the moment, by
gender?

17. | Please indicate the trend in the number
of your volunteers for the last 3 yegré\. Increased B. Reduced C. Constant. D. Don't Know
(Probe for the possible factors for theReasons for change in numbers:
trend indicated)

18. | What is the average period of theé\. Less than a week B. 1-2 Weeks C. 3-4 weeks
volunteer service? D. 1-3 months E. 3-6 months F. 6-12 months

G. Over 1 year

19. | What are the types of serviced\. Raising money B. Community work
provided by the volunteersPlease| C. Office work/Admin. D. Information and advice
select all responses that apply.) E. Advocacy and campaigning F. Transporting

G. Teaching and training H. Visiting/befriending
I. Counselling J. Other

20. | Does the organization have voluntger A. Yes B. No C. Don’t Know
management policy?

21. | If yes, please indicate the are@sA. Planning and Role of \volunteers B. Recruitment
covered by the policy.(NB: Ask for | C. Selection D. Induction E. Support
permission to obtain a copy of theF. Management and Supervision G. Motivation and Recognition
policy) H. Retention |. Performance Monitoring

J. Other (Specify)

22. | Please indicat# HREE methods mos} A. Newspaper Advertisement  B. Local TV spot  C. Radio spot
frequently used by your organizatigrD. Street tabloid E. Mail F. Telephone/fax
to recruit volunteers? G. Internet/e-mail H. Door to door recruitment

I. Community voices J. School voices
K. They come to your organizatiorL.. Word of Mouth
M. Other

23. | Briefly describe the criteria used |n
selecting volunteers in yoyr
organization

24. | Are the volunteers provided with jgb

descriptions?

A. Yes
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25. | Does the organization conduct
induction/orientation for volunteers? | B. Yes |—| B. I1—| C. Don’t Know I:I
26. | If yes, briefly describe the nature pf
the induction/orientation provided
27. | Are the volunteers provided with any
training? C. Yes |—| B. I1—| C. Don’t Know I:I
28. | If yes, state the nature of the training
provided On the Job Trainingl:l Off thdob Training I:I
Both I:I
29. | Are there any disciplinary measurgs
that are taken against volunteers? D. Yes |—| B. I1—| C. Don’t Know I:I
30. | Are there mechanisms in place for the
termination of the services of [aE. Yes I:I B. I:I C. Don’t Know I:I
volunteer?
31. | Are there mechanisms in place for the
supervision of volunteers? F. Yes |—| B. I1—| C. Don’t Know I:I
32. | Indicate the type of incentives thpt A. Transportation B Living allowance C. Reimbursement
your organization provides tp D. Pocket money E. Housing F. Food
volunteers? (Please select all G.Working cloth H. Insurance |. Certificate of work
responses that apply.) J. Nothing K. Other (Specify)
33. | What are your sources of funding?
Local SourceD ternal SourcCI
Both local and Externejj
34. | If both local and external , state the
estimated proportions Local Sources ............ % External Sources.................. %.
35. | State your organization’s estimat 3?<sh ...........................................
annual volunteering budget?
36. | Does your organization monitor the
performance of your volunteers? G. Yes |—| B. I1—| C. Don’t Know I:I
37. | If yes, briefly explain the methods
used
38. | What efforts has the organization put

in place to recognize the work of i

volunteers?

IS
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39.

What efforts has the organization g

in place to retain its volunteers?

ut

40.

Did your organization play any rol

with respect to post election crisis?

D

41.

If yes, explain the nature of yo

organization’s involvement

Ig

42.

What is your personal view regarding

the use of volunteers in Kenya

Very Important I:I Neutral:l

Least Important

mpord |

Not Important

Please explain your answer:

43.

List THREE major ways by which

your organization benefits fro

engaging volunteers in the progra

you manage?

44,

What would you say to be tHHREE
most important factors required f
successful management

volunteering program?

45.

ha

collaboration with other organizationg

Does your organization

46.

If yes, please indicate the nature of

collaboration

47.

What efforts have you made to t

government for recognition an

support of volunteer efforts?

48.

What are some of the achievemel
that your organization has attain

with respect to volunteer work?

nts
ed
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49.

What are some of the challenges that
your organization has experienced

with respect to volunteer work?

50.

How have these challenges begen

addressed in your organization

51.

What would you say to be some of the
major lessons learnt by your
organization for the period it has begn

involved in volunteering work?

52.

What would you recommend to he
some of the most important issues|in
building and supporting  solig
volunteerism in Kenya

53.

Please, use this space to add more
information or to give specifi
comments regarding volunteerism |in

Kenya.

Thank you for completing this survey!
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Appendix B: Questionnaire for Volunteers

you for the volunteer work

1. NAME OF THE VOLUNTEER
2. AFFILIATED ORGANIZATION
3 JOB TITLE
4. Contact Address IV, BOX. ittt ittt et ittt et et e e e
V. TEL.
Vie E-mail...oo
5. Gender (Please Tick) I:I I:I
A MALE B. FEMALE
6. Age Bracket | | | | Ij
Below 18 18-24 25-34 A4 I:I
45-54 I:I 55+64 | | 65+ | |
7. Nationality
8. Marital Status
Single I:I Married I:I
Divorced/Separated I:I Widowed I:I
9. Level of Educatior{Please Tick)
No education I:I rinkary school level I:I
Secondary school Ievel:l:l Intediate certificate:l:l
Professional diploma: I:I Unaitr degree: I:I
10. Professional Training
Teacher Doctor Nurs Administrator
Other (SpecCify)......ccovviviiii i,
11. How long have you have worked ag a
volunteer?
12. What are your reasons for doing
volunteer work?
13. How long have you worked in this
organization or programme as a
volunteer?
14. State the organization that recruiteq
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15. From which source did you learn | A. Newspaper Advertisement B. Local TV spot  C. Radio spot
about your volunteering assignment D. Street tabloid E. Mail F. Telephone/fax
G. Internet/e-mail H. Word of mouth |. Other
16. Brief description of the sector(s) A. Sports & Recreation ~ B. Health C. Social services
where you work D. Education E. Culture and Arts  F. Law & Crime
G. Citizens'/Advocacy GroupsH. Employment and Training
I. Housing J.  Community Development
K. Environment L. Politics M. Animal Welfare
N. Business and Professional Associations, Tradersni
O. International Development P. Faith Based/Religion
Q. Philanthropic, Foundations, Charities, Fundragsin
R. Other (Specify)
17. What are the types of services you| A. Raising money B. Community work
provide as a volunteePlease select| C. Office work/Admin. D. Information and advice
all responses that apply.) E. Advocacy and campaigning F. Transporting
G. Teaching and training H. Visiting/befriending
I. Counselling J. Other
18. Were you provided with any pre -
volunteering training before starting Yes I:I NCJ:I Don't Know I:I
the assignment?
19. If yes, briefly explain the nature of
the training provided.
20. To what extent are you satisfied with
the training provided pertaining to | Very Satisfied I:I Satisfied I:I Neutrall:l
your assigned areas of work as a
volunteer? Dissatisfied I:I Very Dissatisfied I:I
Please explain why:
21. Were you taken through any form gf
job induction/orientation when you | Yes I:I No I:I
joined the organization or
programme? Somehow I:I Don’t Know I:I
22. If yes, briefly explain the nature of

the induction/orientation provided.
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23.

To what extent are you satisfied with
the induction/orientation pertaining
to your assigned areas of work as g

volunteer?

Very Satisfied I:I

Satisfil:l Neutrél:l

I:I Very Badisfied I:I

Dissatisfied

24,

Have you been provided with job
descriptions for the assignment you

undertake?

Yes I:I No I:I somehow I:I

25.

To what extent are you satisfied with
the job descriptions pertaining to
your assigned areas of work as a

volunteer?

Very Satisfied I:I Satisfied I:I Neutrall:l
[ ] ]

Dissatisfied Very Dasisfied

26.

Are there mechanisms in place for

the supervision of your work?

L]

Yes

L]

No

L]

Somehow

27

If yes, briefly explain the nature of

supervision used

28.

To what extent are you satisfied with
the way you are supervised as a

volunteer?

Very Satisfied, I:I Satisfiedl:l Neutral I:I
Dissatisfied I:I I:I

Very Dissaitisf

29.

Are there provisions within your
volunteering arrangements regardi
the termination of your services with

the organization or programme?

dres

No

I e

30.

If yes, briefly explain the nature of

the termination arrangements

31.

Are there measures in place to assgess

your performance as a volunteer?

I:I No I:I Somehow I:I

Yes
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32. If yes, briefly explain the tools used
in measuring your performance
33. Indicate the type of incentives that | B. Transportation B Living allowance C. Reimbursement
you receive as volunteergPlease | D. Pocket money E. Housing F.Food  G. Working cloth
select all responses that apply.) H. Insurance |. Certificate of work J. Nothing
K. Other (Specify)
34. To what extent are you satisfied with
the incentives you receive as a Very Satisfied, I:I Satisfied I:I Neutral I:I
volunteer?
Dissatisfied I:I Very Dissaitisf I:I
35. Overall, how satisfied are you as a
volunteer? Very Satisfied, Satisfied I:I Neutral I:I
Dissatisfied I:I Very Dissaitisf
36. Do the programs you serve in assi§t B. People with disabilities B. Older adults C. Children or youth
any of the following groupsPlease | E. Women  E. Refugees F. Other, (Rease specify):
select all responses that apply.)
37. IndicateTHREE major ways
through which you benefit from L e
engaging in volunteer work e
I P PPN
38. IndicateTHREE major ways
through the organization YOUE @re | L.t e et e et e et e et et et e e e e e e e e
placed in benefit from your VOIUNTEEIZ..... ..ot e e e e e e e eeaeen
work 7 PSP
39. IndicateTHREE major ways
through which cCitizens Of KENYa OF| L.........uii i e e e e e e e ee e e
the local communities your are e
placed in benefit from your VOIUNTEEI3..... ... i it e et e e e aeeeeaeen
work
40. What efforts has the organization

you are working with put in place tg

recognize your work as a volunteer|
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information or to give specific
comments regarding volunteerism i

Kenya.

41. What efforts has the organization
you are working with put in place tg
retain its volunteers?
42, What would you say to be the
THREE most important qualities L e
required for sSuCCeSSfUl VOIUNTEEIING 2... ... it e e e e e e e e e e e e e e e
in Kenya? G TP
43. What would you say to be the
THREE mOSt important I€SSONS YOU .. ... cu it et vee et e et et e e et e ee e e e eee e e e aeeeeneen
have learnt as a volunteer iN KENYEA?2. ... .o e e e e e e e e e e e aeeans
I PP PRN
44, What would you recommend to be
some of the most important issues |n
building and supporting solid
volunteerism in Kenya
45, My contribution as a volunteer is
highly valued by the target Highly agree I:I Agree I:I Neutral I:I
beneficiaries I:I
Disagree Highly Disagrl:| Don't KnomJ:I
46. My contribution as a volunteer is
highly valued by the organization | | Highly agree I:I Agree I:I Neutral I:I
volunteer for. I:I
Disagree Highly Disagree I:.Lon’t Know I:I
47. Please, use this space to add more|

Thank you for completing this survey!




Appendix C: Selected Case Studies on Volunteeringxgeriences

Voluntary Organizations
Red Cross, Eldoret Region

Red Cross and Red Crescent Movement is a voluntlieye movement that is not prompted by
desire for gain.

Its regional town of Eldoret and surrounding arsash as Burnt Forest were worst hit by the
2007 post-election crisis in Kenya. Red Cross,civhis one of the oldest VOs in the country,
played a major role in providing for persons thatrevseverely affected by the crisis. The VO
has its headquarters in Nairobi, regional offiaeghie provinces and branches in the districts.
One of the regional offices was located in the towi Eldoret and had the following
characteristics outlined below.

Strategic ObjectiveStrengthen the capacity base of the national Headers to effectively
coordinate and monitor regional and branch programavell as strengthen capacity of the
regions and branches to effectively address thdsnekvulnerable members in the community.

Structure There was a Regional Manager assisted by a Ra&lgiBommittee made up of
chairperson, vice-chairperson, treasurer, secrdthgy Regional Manager) and representatives
from the branches. There were seven branches—\Gasi, Trans Nzoia, Nandi North, Nandi
South, Marakwet and Turkana. At the branch lelvet¢ was a Branch coordinator assisted by a
branch committee. Smaller areas were led by &adelrs who ensured that volunteers did their
work well.

Programs:There were three major programs: a) Disaster peelp@ss and response that handles
calamities including tracing of persons affectedabygrisis; (b) Health and social services that
include blood donation, first aid, HIV and AIDS andter, disease prevention and control and
sanitation activities, and (c) Organizational depehent that includes institutional development,
youth and the Lake Victoria programme.

Staff and volunteerd’he VO received international volunteers and aéswuited a large number
of others especially during the political crisigtttseverely hit the town. They are given jackets
with Red Cross’ emblem. The emblem is for protectise — helps identify them in helping
situations — it is big and can be seen from fahner& were a large number of student volunteers
attached to the Eldoret office.

At the time of study, the emergency operations nagwas helping to give food to IDPs in
various centres in Eldoret town and other partshefregion. The program also gave food to
non-IDPs such as persons that were affected bygtiton Turkana.

Lessons
1. Use of a large number of High school and universtitdents as volunteers;
2. Its involvement in both normal humanitarian andisrsituations; and
3. lts use of both professional and non-professionainteers; and
4. Scope of its services that cover nearly all pafrth® country.

66



Abashere Nemde Ababuha Support Services (ANAS)

This is a volunteer receiving VO that is locatedKimkamega town of Western province. The
NGO was started by the late, Mr. Elija Enane, whd hlso founded another NGO, Partnership
for Productivity. ANAS Board was reorganized in0B0and it secured funding from the UNDP

to carry out an environmental project on sustamméiielihoods.

The project has enabled the NGO to assist youthuigari area to operate 3 solar powered
barbershops. The project also engages the youthearplanting activities as a source of energy.
It promotes use of solar energy for cooking, dryiogd and growing of mushrooms as well as
energy saving stoves among women. The NGO is dewve) an eco-tourist site at a dam that
was given to it by the District Commissioner, Ludaistrict.

Their full and part-time staffs are the Executiviegelbtor who is an alternative energy expert, an
office attendant and a computer specialist. OnerdBazember assist with accounts and another
serves as a program offices.

Inter-Community development Involvement (ICODEI)

This is a volunteer recruiting Community-Based @igation (CBO) that is located in a rural
community in Bungoma District. It serves Bungomal éhe neighbouring districts of Mumias,
Butere, Teso, Mt. Elgon and Kimilili.—it supplemerthe international volunteers with those it
recruits locally.

The CBO was formed and registered in 1999—it ikddh to the Episcopal Church and is
currently seeking registration as an NGO.

Volunteers The CBO recruits international volunteers througkernet as well as though
contacts it has established with other educaticaaral other institutions such as Indiana
University in the U.S.A.—the University sends itsidents who have competed their degree
courses to the CBO for 12 weeks to get exposurerdefoing back to take up employment. At
the time of study the NGO had received 40 inteamati volunteers, 25 males and 15 females. It
had also recruited and was making use of 8 lodalinteers (5 males and 3 females).

The average period of volunteering for the intdomat! volunteers is 2 months. The volunteers
meet their own expenses. The VO has developedatorelte volunteer management policy that
it uses. It checks on qualifications of applicaitsnake sure that it recruits qualified persons. It
also obtains letters of recommendations about tHenteers’ behavior from their educational
institutions. The volunteers also provide addresdaheir next of kin. The recruitment process
takes 4 to 5 weeks. Upon arrival the volunteerhiswsr how to interact with members of the
local community

Staff: The NGO was headed by a Director who was a Reslevea local church that has hosted
the NGO. The other staff were: Manager, accountafield coordinators, 2 field workers and

support staff—they were volunteers and paid livadpwances — some were pastors of the
church.

Programs The NGO had 5 programa) HIV and AIDS; b) Health Clinics some of which were

mobile; c) Education in the form of a school — EBpidans Academy — that ranged from pre-
school to std 6 with an enrolment of 320 pupild bdwhom were provided the education freely;

d) Micro-enterprise development that gave grantssait revolving loans to small businesses; e)
Rehabilitation of drug addicts and alcoholics. Bt&ff and volunteers worked in these various
programs. International volunteers work alongsat=l partners.
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Funding The CBO derives its funding from payments madeth®y international volunteers.
Thus apart from meeting their own expenses, thentekrs also pay a minimal amount for
meeting costs of operation of the CBO. The CBO@tcdbeen funded by development partners.

Lessons
1. Recruitment of international volunteers through tise of a well developed web-site and
contacts with overseas universities and otheradlaistitutions;
2. Volunteers pay costs of their attachment as we#l agnimal fee for meeting operational
costs of the CBO;
3. Location of the CBO is located in a rural settiagd
4. Deployment of volunteers in all the programs of @&0O.

St. John’s Ambulance, Western Region

It is an international charitable, voluntary andn#profit making organization established in
Kenya by an Act of Parliament, Cap 259 of the LafvKenya.

Mission A leading charitable organization working for hamity irrespective of colour, class or
creed strives to alleviate suffering by: Provisadmquality First Aid training, provision of quality
emergency services and community care, establishipgpl of volunteers to take care of health
care needs

Volunteers Over 10,000 volunteers in Kenya are engagedrat did training, provision of first
aid, ambulance services and community service iie8v Fees paid for first aid training is used
in meeting operations of the organization.

Membership Training in First Aid is a requirement for joigjrthe organization. The members
are organized in groups. There are three categofiemembers: 6-12 year olds known as
badgers—recruitment starts at age 6. The next egtag that of 12-17 year olds known as
cadets who are students in secondary schools dieyes The third category of brigades is
adults aged 18 to 65 and that last category ofosdmiigades serve in advisory capacity.
Members are like paramilitary—for example, they knime, salute and wear uniform during
their annual parade. There about 300 members iWdstern Region.

Structure The organization is organized along military §n®ivision is the smallest unit and
usually has 12 to 50 members. A school such as @engirls secondary school with 120
members constituted a division. Above the divis®the district corps which is the same as an
administrative area and the region is headed bggidRal Commissioner who is the most senior
volunteer in the area.

Activities Firstly, members participate in First Aid compieth held every year. Secondly, they
also participate in community service activitiegls@as clean up campaigns, community health
care and tree planting, visit hospitals, talk tdigrgs, giving of get well cards and helping
orphanages and vulnerable children. Finally, theigpate in an Annual parade and inspection
Publicity. Word of mouth in schools in the form of talks tadgnts.

ChallengesThe most challenging activity was the 2007-pdstt@n violence. IDP expectations
were more than what we could give. We worked inowesr camps. There were problems of
collaboration as the provincial administration wehto be at the centre of everything. There was
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also duplication of duties with other agencies liked Cross, IMS and Ministry of Health. The
Informant, for example, puts it:...

“In Kamukuywa the IDPs we were attending to wemafrMt. Elgon..they told us they
had been attended to the previous day...could we thiemn other services such as food
and clothes. That is, our mandate of health waswar

There was also a problem of lack of coordinationeagaled by his remarks:

“....0ne time | went to see MOH...there were several camidakamega—Eluho, showground
and Kakamega police station—I wanted medical perebmo be involved...there was acute
shortage of the personnel...some had left the ar€-HMad assigned one nurse to take care of
IDPs. If there had been good coordination—St. Jéted Cross, MIS, MOH and the provincial
administration—would have made use of resourcesenafficiently”. At another point the
informant says... “At one time we went to KabororviirElgon area next to Chebuk settlement
scheme...there was a lot of fighting...we did a medieatp for 2 hours, but it was very
unsafe...doctors were afraid...we had to leave althotngiie were people in need of our
services...We also felt intimidated by the Army persl.

Wema Centre, Mombasa

Wema Centre is a Kenyan based NGO founded in 198&sponse to an increase in the number
of street children in Mombasa, and the Coast reditie aim of setting up this organization was
to rehabilitate and improve the general welfarestéet children by offering a holistic life
including: care with particular emphasis on spaitu

Physical and social development. The Centre relatiis street children, with special emphasis
on girls due to their high level of vulnerability.

The Centre caters for several categories of child&me children are withdrawn from the
streets, rehabilitated and resettled back to thaines. Others still live on the streets, but come t
the centre for meals, get clothing, bathing, mddiage and also attend classes.

The Centre offers education from primary schoakifls training including motor mechanic, art
and design, tailoring and catering. The commungy happy with the project as it has
rehabilitated many of their children, who now leadroductive life.

Wema Centre is a volunteer receiving organizatom relies heavily on volunteers provided by
different organizations. On average the Centredimad/olunteers at a given time. Apart from
undertaking duties assigned to them, some voluntggonsor children to join other schools in
Kenya for further education, while others provide tchildren both material and emotional
support by acting as the children’s parents.

However, there are some challenges associatedswaiitie volunteers. Language is a major issue

especially with foreign volunteers, whose accerificult to follow. Japanese and Chinese do
not know good English and although they try Kisvislommunication remains a big problem.
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Case Studies of Volunteers
Case 1: Abdullah Maende Hassan,

He is a Community Health Worker (CHW), St. Johrkgkamega.He is one of St. John's
members and holds the job title of Public Duty €dfi Kakamega. He joined St John’s in 2005.
He was aged 28 years, had completed Form Four98 &8d was married with one child. He
was also a farmer and businessman.

He joined St. John's in 2005 having been persuadeatb so by one of the VO's Health Bases
Care (HBC) workers. He attended pre-service trgimnHBC, First Aid and Peer education and
was satisfied with the pre-training. His reasonsjéming St. John’s were: (1) Gain experience
in helping other persons; (2) Interact with oth€83;Be exposed and (4) He had a helping heart.

He worked as a Community Health Worker (CHW) insFiAid and peer education which
include, advocacy, counseling and providing infdioraand advice. As a Public Duty Officer,
he assigns First Aiders to assist in public fundicuch as Jamhuri day and at weedings. He
says:

«
LI ,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,

HIV and AIDs to the youth (peers)...counsel peopladiwith HIV and Aids (PLWHAS)
and encourage them concerning their ailment andstfety measures to take so as to
live positively”.

When a Landslide occurred at Kubasali area withendistrict, he says he heard about it from
the radio. St. John’s had no ambulance at the time.

He was contacted and instructed by the VO's Disttioordinator to go with the other First
Aiders to the site of the landslide. He got toge®h€&irst Aiders including himself and they went
to the disaster site. He comments:
“...The place was pathetic...we were looking out ferdiead as bulldozers were digging
them out...We also looked out for the injured andegdnem first aid and referrals to
those that needed treatment. There were medicabdoand we assisted them where we
could.

Whereas the weather was favourable on the first daghanged fast on the second
day...we did not have adequate clothing...but we cootidjo back to Kakamega town in
the late evening of the second day because we dladeans of transport...we had no
place to stay or put up a camp...”.

He concludes that what they did at Kubasali wasardimg—individuals went to them to ask for
pain killers and told them (CHWSs) what had happeoetiem.

He added that whenever they move to a disastersadaas Kubasali, they know that recoveries
would be the dead. They attend to all incidencesdimg their help and rush those needing
treatment to nearby health facilities. He also ghgs in their volunteering they sometimes stay
away in camps. He adds:
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all of us want to go to heaven...God says peace makinit comes from inside you”.
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His views of St. John’s on donors, he said: “ | asgself why | can’t become one of its (St.
John’s) donors to help others...with the knowledgave got, | feel nothing should separate me
from St. Johns...If | leave, nobody in my communityul do it...they call me doctor...l do not
charge anything...l encourage them”.

Some of the answers the volunteer provided in thectsired interview were that he had been
inducted through word of mouth by the VO’s RegioBammissioner and was neither satisfied
nor dissatisfied with the induction. He was alsovted a job description with which he was

neither satisfied not dissatisfied. Mechanismsugfesvision existed in the form of assessments
of work done including people he had attended tmré he had worked and referrals he had
made and he was neither satisfied nor dissatisfitid the supervision mechanism. There were
mechanisms for termination in situations of indiicie. The incentives that he received were in
the form of transport and he was satisfied witmthBenefits he had received were in the form
of experience he had gained and interaction witlerdint people.

He noted that the VO benefitted from volunteers dgrning income, spending less and
maintaining its name, had recognized them by givimgm certificates and retained them by
giving them opportunity for further training

He saw qualities of successful volunteering asiglise, neatness and being non-partisan. The
most important lessons he learnt were that thergovent and people needed to be able to assist
the less fortunate and that such assistance ustaatig from one’s heart.

He recommended the giving of incentives such agdiallowances to volunteers since most are
jobless as one of the main ways for building vawisin in Kenya. He, however, concluded that
volunteers were not recognized by the governmeshtammunities in Kenya.

Case 2: Mrs Agnes Kochwa

She is a Training of Trainers (ToT) in Home BaseateC(HBC). She is also a Community
Health Worker. She is a Division Superintententliarge of a division. She was the link person
between St. Johns and the Ministry of Health (MeHAfya Il program and made monthly

reports to the MoH.

She was aged 49 years, had completed her secosutagl education in 1970, married and with
a family. She trained as a nursery school teacheught for three years, started and run her own
business and later worked as a receptionist/cagha&mission hospital.

In 2000, she started working as a volunteer in Afgsiogram of the MoH and was trained in
HIV and AIDs. In 2002, she was trained as a TOTpeer education by Family Health
International.

She joined St. Johns in 2002 when she met its atafihe local workshop—she was recruited
and provided induction training as a First Aided about the VO and was satisfied with the
induction. She gives her reasons for joining Stn3ohs: (1) Assist those in need; and (2)
Assisting of those in distress.

She and four of her colleagues attended traininglBRC and TOT at Nakuru. She expressed
satisfaction with this training she had received.
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She was briefed about the assignment by word oftmdhe works in the VO’s health sector
that involves raising money to help the needy, hiemr and training, community work and
information and advice.

She started B\HBC activities when she returned fifoertraining in Nakuru. She observes:

“In Home based care, we identify clients...we getntht® go to VCT...we counsel
them...feed those not able to feed...(those) with weumek clean and treat them. We
visit clients once we know their status...we coursel console them.

She says that there are so many heart-breakingeimcés. That sometimes when she has
developed a close relationship with some of thentdi, all over a sudden they just go down. She
gives the example below:

“One (patient)...l was very close to was approachérginal stage...when | went to see
her, she stuck to my hand and the last thing stiktsane was ‘my kid'...I did what |
could, but she died on that same day.

These are some of the experiences we go thougblasteers. | have no money...l do
not know what to do with the kid".

She noted that she had 22 clients at the timei®ithdy—5 of them were bed ridden and that it
was difficult to visit all of them frequently. Sisaid:

“You have to train caregivers—you can't be theledla time...MoH does not deal with
clients at home—it refers them to us”.

Regarding volunteers, she said:

“In Kenya, volunteers are overlooked...people doe# sis as important...we do it from
our hearts...but (we) also have needs...yet we hawecome...no incentive”.

She concluded that St Johns had 36 CHWs—they waigetl by the VO and they train
caregivers in changing and washing the HIV and Apatients and in washing their wounds
Her answers to the structured interview are sunmadrbelow.

On the job induction and training, she was indu¢kedugh training in First Aid and by word of
mouth about the operations and she was satisfieel w&s provided a job description that she
was satisfied with. She was supervised by a saabf of the VO and was satisfied by with the
supervision. The VO had established termination haeisms based on misconduct, use of
abusive language to the needy and taking sidesabters.

She also noted that the VO had established meakurassessing performance of volunteers and
included frequency of attendance of meetings affiecfe performance of duties including
public ones. Transport was the only incentive thas$ provided by the VO to its volunteers and
she was satisfied by the incentive. The benefits @bt from volunteering were respect and
recognition by the community The community benefitfrom volunteers in terms of First Aid
and HBC services and referrals of the sick and yjéedources of help.
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On the question of whether she was satisfied a®lanteer, she was neither satisfied not
dissatisfied. The VO recognized her work by givireg opportunity for training

She noted that the three qualities needed of antedu were honesty, transparency and
hardwork. The three lessons she had learnt asumtear were service without discrimination,
respect of individuals as they are and being pasied tolerant

On recommendations regarding strengthening voluisteein Kenya, she emphasized the need
for motivation of volunteers and meeting of theteds. She concluded that volunteers in Kenya
were not respected, nobody sees the work they domeaded to be motivated to keep up their
spirit.

Case 3: Mr. W. Chebii

He was a UNV volunteer specialist based in Eldtren. He was 48 years old, married and had
a university degree with specialization in publect®r management and administration. He
previously served as part-time lecturer, Moi Unsiigr.

He was serving as a district coordinator for thégNieorhood Volunteer Scheme, Uasin Gishu.
The scheme was launched in 2007 to address thetsetfepolitical clashes on inhabitants of the
areas that were worst affected by the nationalipalicrisis. Other coordinators are located in
Kericho, Nakuru and Nairobi.

He had served as a UNV Volunteer for one year.rétisons for joining UNV are brought out in
his remarks... “It was an opportunity that | camealng | grabbed it".

His and his colleagues were trained in March-Agi# year for 4 days. He was then required to
coordinate neighborhood volunteers from areas, siscBurnt forest that were worst hit by the
crisis within Uasin Gishu District. He says:

“We went to the ground and used chiefs and assistaiefs to select the volunteers.
Criteria for recruitment were: a) Having completedrm IV; b) Retired or having
passion for peace; and c) influential person; afjdpersons aged between 24 and 61
years”.

A total of 43 village volunteers were recruiteddvaded by gender and ethnicity. The Volunteers
come from the neighborhood where they work andpavgided with Ksh 10,000 per month—to
facilitate the work in the neighborhoods - there ao other benefits. They are to be deployed in
their neighborhoods for a period of 2 years.

In addition there was a team of 11 of District Tieas from civil society—all are university
graduates with a lot of experience in peace buildin

Asked about the organization that had recruited, hiennoted that it was UNDP. The source of
information about the volunteer assignment had lveerd of mouth. His job description was
peace building and he had received a one weekirtcain volunteering with which he was
satisfied although he needed further training iojgmt management and facilitation and
communication skills. He had received inductionnirey about peace building and security and
was satisfied with the training.
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Regarding job description, he says that he had Ipeevided the description which covered
advocacy, early warning, conflict, internationalvelepment and nationhood. There were
mechanisms for supervision—he reports to and adtemektings held by the DC and the Project
manager and prepares reports and was satisfiedivaitbupervision. He also said that there was
a UNV international document that discusses varaamects of the volunteer program including
termination.

He indicated that there were mechanisms for asgessiunteer performance based on their job
descriptions that specifies indicators of perforogan

Incentives provided by the UNV were the living alance, reimbursement and insurance and he
was satisfied with the reimbursements althoughi® ¢onnection he says:

| don't have transport...when people find out thati weork for the UN, but have no
transport—it creates a problem of image.

He sees volunteering as having brought him bengfitsincluded, engaging in peace process by
working in a neighborhood, personal skill buildingd networking with other peace resource
organizations. He saw Kenyans and communities asfibieg from volunteer efforts by some of
their members being recruited as volunteers and @amosustain the volunteer effort and the
spirit of volunteerism that they inculcate in th@yamunity.

As a volunteer he was recognized by governmentt stah as District officers who acknowledge
him at meetings and his having been introducedllt@@ernment staff in the district. On
retention of volunteers he noted that this dependledheir availability, their being able to
implement agreed benchmarks and upon personal elgs$o help them improve.

He noted that qualities of successful volunteevirgge, need for expertise, e.g., involvement of
retired persons, time one puts in and passiorhfojdb.

Case 4: Mr. David Lupao—Scouts Rover, Scouting Mowveent, Bungoma

Mr. Lupao was aged 29 years, married and with Rid. He had attended a local primary and
secondary schools and completed in 1998. He tra@sed carpenter for three years in a local

He joined a scouting club as a hobby when he wastaindard 4 in 1988 and became a patrol
leader in charge of a scouting troop. He continbisdmembership of the scout’s movement in
secondary school where he was a quarter mastdaraomof 8 members.

He completed secondary school in 1998 and contifidnembership in the movement. He
says... “Once a scout, always a scout”. He contirasea rover which is a category for young
members aged between 18-30 years.

He has been trained in various aspects of the mentand assists in training of school children.
The courses he had attended included, principlescotiting, patrol training, scouting for
solutions, first aid, conflict management and re8oh and managing tumour in children.

The training made him realize the need for formivigf own Community-Based Organization
(CBO) known as Buwambani Youth Group Initiative wsbmbjective was: To eradicate poverty

74



and create employment for youth. It had 20 mem{&svomen and 7 men at the time of study.
The group was carrying out fish farming, been kegmnd holticulture. It was also teaching

children about their rights and responsibilitiesl @ounseling and referrals of defiled children. It

was providing rescue services for girl children endefilement and was planning to establish a
resource centre where all information about childreuld be obtained.

The government has supported the CBO with techradaice, registration and linkage with
sources of information as well as with legal docotee

Mr. Lupao was trained by an NGO, the Alliance fathancement of Child Rights in child rights
advocacy and counseling. His CBO is a member o¥Mhstern Province Child rights Network.

He was working on a voluntary basis as a distratitly representative for the Bungoma Kenya
National Federation of Agricultural producers (KEAMB.

His CBO alongside other 12 groups were given atgoéiksh 1.0 million by the Netherlands
government for establishment of tissue culture basan Bungoma district.

In 2006, he was invited to represent youth in thterhational Association of Agricultural
Information Professionals Conference that was hreMairobi. He had also attended the Kenya
Poultry Farmers Association meeting when it wasdpéaunched at Safari Park Hotel, Nairobi
in 2003.

Regarding volunteerism in Kenya, Mr. Lupao says..oltWteering is one way of creating jobs
for the youth...(it is)...the only way of meeting targef Vision 2030...(it is)..only way to
nurture real volunteerism...The idea of a youth Cduthat was being thought about by the
Ministry of Youth would help a lot”.

He adds that... “in Kenya, people look for money, metvice...volunteerism is a value that
should be embrassed by all”.

As a volunteer he is usually supported financialyhis wife who is a primary school teacher.
He walso gets support from his friends and fronfikls farm.

Emergency situations

For some VOs such as Red Cross and St Johns, e@eting peaks during emergency situations.
A case in point was the national political cridisitt Kenya experienced at the beginning of this
year in which and estimated 1,200 persons diedaéedit 250,000 displaced from their homes
and forced to live in IDP camps in Eldoret and ofplaces. Other crises include the fighting in
Mt Elgon area, the Kubasali landslide in Kakamemg the re-curring Budalangi floods.

Conclusions
1. Categories of VOs and Volunteers: VOs are inteomati (e.g., VSO and UNV) or
local—the local fall into NGOs and CBOs. Similarteigories apply to volunteers who

fall into international and national and the na#ibrall into further categories of
professionals, paraprofessional and students.
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2.

Incentives: These vary and are high and includandivallowances, reimbursements,
insurance and transport for the UNV and VSO andimah mainly in the form of
reimbursements and transport in the case of nathd@®s and CBOs. Some NGOs such
as ICODEI are supported by the payments voluntaaise for their attachment.

Volunteer case studies show presence of clear ite@mt procedures, induction, job
description, incentives, performance assessmerdsnathanisms for recognition and
retention of volunteers. These procedures may awe tbeen clearly written down by
some VOs but they were known and practiced by ti@s-although their practice
varied from the one to the other.
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