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Definitions of Terms and Concepts 
 

·  Arts, Culture, Sports, and Recreation (including libraries, museums, zoos, media, 
aquarium) 

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

·  Health (including public health and wellness education, outpatient rehabilitation, crisis 
hospitals, intervention, treatment, emergency services.) 

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

·  Environment (including environmental conservation, pollution control and prevention, 
animal protection.) 

·  Development and Housing (community and neighborhood organizations, housing, 
employment and training.) 

·  Law, Advocacy and Politics (including legal services, political organization, promotion 
of civil or others) 

·  Philanthropic, Foundations, Charities, Fundraising (including organizations that promote 
charity, grant making organizations, foundations, and fundraising organizations.) 

·  International (including promotion of cultural understanding, emergency relief, 
promotion of development and welfare abroad.) 

·  Religious / Faith Based (including churches, mosques, synagogues, temples, shrines, 
seminaries, and other religious institutions and auxiliaries of such institutions.) 

·  Business and Professional Associations, Unions (including organizations promoting, 
regulating and safeguarding business, professional and labour interest) 

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

·  Emergency Response: Activities aimed at preparing for a natural disaster or to eliminate 
the effects of such a disaster- for example, by building dykes, protecting buildings and 
other structures, extinguishing fires, removing debris, or undergoing first aid training, etc. 

·  Social Work: Community assistance aimed at providing immediate assistance to people 
who are elderly, disabled, destitute, ill, or have behavioural problems (such as substance 
abuse or delinquency) by preparing food, shelter, medical assistance, training, or 
counseling 

·  Transporting: The provision of services of moving people from one place to another 
·  Befriending: Provision of personal help in terms of counseling, emotional comfort, or 

advice to someone you know, such as a friend, colleague, neighbour, or relative (other 
than an immediate family member) 
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Executive Summary 
 
Humanity, compassion, commitment and responsibility are some of the motives that have been driving 
individuals throughout the history of civilization to bring the spirit and action of the good fellow 
companion and a neighbor to their communities. Recently, there has been an increasing recognition of 
both the economic significance of the voluntary sector, and its contribution to policy and service delivery 
and development in areas such as health, social care, community development, social inclusion and 
employment. The voluntary sector increasingly plays a complex role in local economies and communities 
in Kenya. 
 
However, there is a lack of comprehensive and focused research that deal directly with the issue of 
volunteerism in the country. Lack of background studies on volunteerism has driven the selection of 
methodological approach of this study. The overall aim of this study is to build a wealth of knowledge on 
voluntary sector in Kenya with a view of influencing its future strategic direction through promotion, 
facilitation, networking and recognition of volunteers and voluntary services in Kenya. The specific 
objectives include: 
 

·  To establish the understanding of the concept of volunteerism and volunteering in the Kenyan 
context; 

·  To assess the effectiveness, performance and efficiency of national and international volunteering 
initiatives; 

·  To document experiences on volunteer initiatives so as to inform future volunteer programmes in 
Kenya;   

·  To identify volunteering opportunities and mechanisms for nurturing and strengthening volunteer 
action including: promotion, facilitation, networking and recognition; and 

·  To make recommendations on how to bridge existing policy/legal framework gaps in relation to 
volunteerism in Kenya 

 
This national survey on volunteers and volunteer organizations was conducted in the entire country, hence 
covering eight clusters or provinces namely: Nairobi, Central, North Eastern, Eastern, Coast, Nyanza, 
Western, and Rift Valley. Stratified and purposive sampling techniques were used to identify two districts 
in each cluster. Exploratory and descriptive research designs were used that addressed quantitative and 
qualitative research data. A total of 106 volunteer organizations and 265 volunteers participated in the 
survey. 
 
Summary of key findings 
 
The role and contribution that the voluntary sector can make to national and community development is 
not in dispute.  Available literature and survey responses have shown that there are many voluntary and 
community organizations that already directly contribute to social and economic inclusion and 
community change and development. 
 
 The sector is also experiencing change - the introduction of the participatory approaches in community 
development, governance and management systems and structures. 
 

·  Volunteering has diverse meaning in terms of conceptualization although the practice is relatively 
common among different cultures and communities. In the Kenyan context volunteerism refers 
to: 

 
“Volunteering is rendering of service by choice  or free will for the benefit of the wider community by 
an individual, group, or institution without necessarily expecting monetary gain in full knowledge 
and appreciation of being a volunteer”. 
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·  Voluntary action has a long and rich culture and tradition in Kenya. It entails individual and 
collective initiatives for common public good. In Kenya, the roots of voluntary action have been 
primarily spiritual.  

·  In terms of general perceptions of volunteering, there was agreement that the types of services 
provided by volunteering organizations were very valuable for socio-economic development of 
the country. 

·  Volunteering is viewed as a form of social capital, with particular reference to: the role of 
volunteering in promoting social inclusion, assisting marginalized social groups, its relationship 
to other forms of civic participation and unpaid work, creating a civil society,  social action, in 
community building and community renewal 

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

·  Most volunteers are single and relatively youthful falling within the age bracket 18-34 
·  More women than men provide voluntary services 
·  About 76% of the VOs reported to have developed strategic plans and 92% have work plans 
·  Most of volunteers work are mostly focused in community development including health, 

education, and social work 
·  82% of volunteers provide services targeting children and youth and 55% provide services 

targeting women 
·  54% of VOs reported to have a volunteer management policy. However, further assessment 

revealed that most organizations actually have human resource policy that is used generally by 
the organization and some may not have even addressed the volunteer program management.  

·  People volunteer for a variety of reasons, including service to the community, form of 
employment to keep busy, personal achievement, socialization and altruism factors 

·  There are varied levels in the application of current management practices in the management of 
volunteer programmes. However, large and well-established VOs have formal systems in terms of 
planning, recruitment, selection and interviewing, induction, training, supervision, performance 
management, disciplinary procedures, incentives, and recognition. 

·  Of all the methods used in recruiting volunteers, word of mouth was the most used means of 
getting volunteers. 

·  About 26% and 16% of the organizations reported to be using only local and external sources of 
funding respectively. About 50% of the VOs source for both local and external funding. 

·  Organizations use different methods of recognizing and valuing their volunteers. Some of the 
methods used include provision of certificates, training, token gifts, recommendation letters, 
pocket allowance, publicity through websites, newsletters, trophy awards, farewell party after 
completing their stay, and given first priority in case of vacancy. 

·  About 82% of the organizations reported to have been involved in handling the post election 
conflict. The various roles played by the volunteers and VOs include provision of psychosocial 
support, peace building and conflict resolution mechanisms, distribution of drugs and medical 
supplies, mobilization and distribution of food, First aid, coordination and provision of transport 
services, conducting research and preparing reports on the IDP conditions in the camps, provision 
of shelter, and provision of mobile VCT services. 

·  VOs are continuing to struggle to adapt to changes that have included funding, good, governance, 
development and maintenance of management systems and structures. 

·  Overall, all the volunteer aspects surveyed, except issues related to incentives, received highly 
positive feedback from respondents.  
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·  The survey found that more than two thirds (67.5%) of respondents expressed overall satisfaction 
with their volunteer programs. Current orientation and recognition efforts received highly positive 
feedback from survey respondents.  

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

·  Corporate social responsibility is emerging as a form of expanding the scope and sphere of 
philanthropy in Kenya 

·  It has generally been recognized by the volunteers, VOs, and key informants that voluntary sector 
has an important role in the development of the Kenyan society and especially in meeting the 
development goals as envisaged in the Vision 2030. 

 
The following have been considered as key recommendations: 
 
Voluntary Sector Development Policy  
 
Strengthening the sector’s role in advocacy and contributing to policy making 
 
The sector plays an important role in contributing to policy development, where its unique position in 
society often gives it special insight into the needs of local communities and individuals. It also has a role 
as an advocate to enable communities and individuals who find it difficult to articulate their needs and 
views, to communicate with decision-makers. The voluntary sector is uniquely positioned and motivated 
to articulate alternative visions and solutions to some of Kenya’s biggest challenges from climate change 
to health improvement. It should initiate campaigns for public provision for unmet, social needs or for 
better or alternative provision where public services already exist.  
 
The advocacy should also target the public service reform so as to encompass the contribution of 
volunteers, especially those with technical skills, such as medics, teachers, legal and para-legal 
professionals who occasionally provide services when they are free (vacationing)   
 
Legal Framework  
 
The legal and legislative environment in the country should take cognizance of the volunteer sector in 
order to promote the sector’s role in socio-economic development of the country. This should be 
addressed essentially in the area related to legal identity. There is need for the harmonization of the 
volunteer management practices with the Labour Laws in the country so as to facilitate operational 
efficiency. This would thus require the players in the voluntary sector to lobby for the changes in the 
conceptualization and operationalization of the labour laws, as it pertains to voluntary services. 
 
Voluntary Sector Development Policy 
 
There is a need for a Voluntary Sector Policy in Kenya. The Voluntary Sector organizations need to play 
a role in developing the positive working relationship with the government. It is clear that a policy is 
required and a working group should be formed to undertake this. The fundamental issues that need to be 
addressed in the policy include: 
 
·  Recognition – This covers the roles, responsibilities, constraints and the value of respective 

contributions.  
·  Representation and Access – The policy needs to provide a framework for information management, 

consultation and decision making among the VOs. 
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·  Partnership – The policy framework should also cover areas of information sharing, mechanisms for 
joint working, involvement in policy making, planning and service delivery, openness and spirit of co-
operation. This should put a clear mechanism of having joint collaboration programming. 

·  Resources– This policy area is required to cover aspects of finance, expertise, access to facilities and 
other support in kind. The Voluntary Sector policy should: promote the importance of good volunteer 
management practices to VOs; promote, develop and maintain agreed monitoring, evaluation systems 
for VOs; and promote sustainable funding mechanisms to ensure self-reliant and project sustainability 

 
Strengthening the Capacity Building of VOs 
 
In addition to the challenges identified with respect to addressing the external issues, there are also 
challenges that the sector faces internally that inhibit its capacity to play out its full part in the socio-
economic development in the country. Key challenges are in the areas of: More effective governance and 
leadership; ensuring efficiency while protecting diversity; and partnership working (within the sector and 
with the public sector) 
 
More effective governance and leadership 
 

�  Strengthening the skills of the sector’s leadership (trustees) and top management team for 
effective stewardship of voluntary organizations 

�  Improving standards of accountability and transparency within the voluntary sector and dealing 
with changes in regulation 

 
This requires capacity building programs that would provide a renewed focus by the sector’s 
intermediaries to build strong partnerships with local and central government and to ensure appropriate 
support, information and training to voluntary organizations and their trustees. 
 
Ensuring efficiency but not at the cost of diversity 
 
The sector’s intermediaries and higher profile organizations like UNV, VSO Jitolee, and Red Cross have 
a key role to play in facilitating this discussion within the sector, as well as developing the ways in which 
it presents itself to the general public and other sectors. The sectors intermediaries have an important role 
in creating a climate within the sector which recognizes that all have a strategic role to play – government 
and the voluntary sector. 
 
Learning from other approaches 
 

�  Building more links and sharing learning from other countries 
�  Building more links with the private and public sectors and other parts of civil society to build 

effective partnerships that cut across traditional silos 
�  Coordinating the development of the sector’s policy proposal and position papers for presentation 

and discussion with the government. 
�  There is also need for the development of the sector’s strategic plan by taking a longer term view 

of how the sector’s role needs to develop in a changing Kenya 
 
Meeting longer-term challenges as outlined above will therefore require more security for the sector 
through better and more efficient funding and a greater sharing of ideas and insights across the sector and 
more focused pragmatic engagement by the sector on furthering voluntary/public sector engagement 
particularly at the local level. High profile government initiatives on their own will not be adequate to 
resolve these issues. The full participation of the sector is also needed. 
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Voluntary Sector Development Strategy 
 

·  Establishment of a national and regional coordinating frameworks, the formation of national 
umbrella and regional branches so as to enhance collaboration, networking and advocacy. This will 
make it possible for the provision of accurate and precise estimates of the scale and size of the 
voluntary sector in Kenya. 

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

·  Preparation and updating of the VOs and volunteers databases 
·  Awareness and promotion of volunteering among the Kenyans 
·  To sensitize the government officials and other stakeholders on the contributions of the voluntary 

sector in national development interactive and also as experience sharing forums 
·  Strengthen participation of youth and retirees in the volunteer services 
·  Strategic and Action Plans are necessary to institutionalize the role of the voluntary sector. 
·  Improved framework for recognition of volunteers 
·  Promotion of the philanthropy among the corporate sector 
·  Development of the Code of Practice among the VOs 
·  Development of resource mobilization strategy 
·  Development and promotion of ‘best practices’ in volunteering to include: 
 

o Participatory planning and organizing 
o Internal volunteer management policies and procedures 
o Volunteer recruitment 
o Volunteer screening, interviewing, and placement 
o Orientation and training 
o Supervision  
o Performance and evaluation 
o Retention and recognition 
o Program evaluation 
o Linkages 

 
Further research 
 
·  The development of a voluntary sector policy and its integration in socio-economic planning 

mechanisms is for the players in the voluntary sector to present empirical evidence with respect to the 
contribution of the voluntary sector in the socio-economic development in Kenya. This would thus 
require an action-oriented research to establish the sector’s contribution in the areas of poverty 
alleviation, production of goods and services, capacity building, employment creation, enterprise 
development, community regeneration, social inclusion, development of social economy, etc 

·  Research project to document best practices of VOs in different sectors in Kenya. 
 



SECTION ONE: INTRODUCTION AND BACKGROUND 
 
1.1 Introduction 
 
Humanity, compassion, commitment and responsibility are some of the motives that have been 
driving individuals throughout the history of civilization to bring the spirit and action of the good 
fellow companion and a neighbor to their communities. This appearance has its roots in an 
ancient tradition of sharing that is found in most cultures. “Be it understood as mutual aid, 
helping the less fortunate, caring and service, or participation and campaigning, voluntary action 
is an expression of people’s willingness and capacity to freely undertake to help others and 
improve society in the spirit of reciprocity1. Volunteers are advocates of change in their 
communities. By investing their time, skills and passion, they play an important role in nurturing 
the well being of their communities. Their commitment helps catalyze positive changes; it 
transforms relationships within the communal social texture; helps change the policies and 
values and brings hope for the less fortunate members of the community. Volunteers come from 
all layers of the society, driven by the vision for their community. They take action within 
various fields of work, mostly by joining or forming organizations irrespective of sectors they 
belong to. Taken as such volunteering constitutes an enormous reservoir of skills, energy and 
local knowledge that can assist Governments in carrying out more targeted, efficient, 
participatory and transparent public programmes and policies.

 
It can take a form of individual 

action or a constituted voluntary organization (VO)2. 
 
Generally, VOs play a vital role in the country’s development process. Their credibility lies in 
the responsible and constructive role they play in society. They have been contributing 
immensely for quite sometime towards various development programmes. They work at 
grassroots level even in remote areas and, therefore, their reach is wide. They are close to the 
ground realities and know the needs of the communities. Their approach with target group is 
direct, emphatic and therefore they are able to draw more contextualized plans of action. They 
also manage to develop intimate contacts with the people and develop confidence among them. It 
is for this reason that The UN General Assembly in its 52nd session declared the year 2001 as 
International Year of Volunteers (IYV). The proclamation of IYV was in recognition to the vital 
contributions of the volunteers, to recognize their achievement in the past and to facilitate them 
for the outstanding work done in the field of volunteerism3. 
 
Therefore, the voluntary sector has emerged as an important player in the development arena in 
the country and a key development vehicle towards the realization of the Vision 2030. It is 
expected to make significant contributions in the country’s development agenda in the social, 
economic, and political pillars and shaping the overall development paradigm towards 
empowering the poor at the grassroots level and in providing quick help in the management of 
disasters. Hence, the existence of VOs in Kenya is irreplaceable in many complex processes as 

                                                 
1 United Nations Economic and Social Council, Commission for Social Development, Thirty-ninth Session: The role of volunteerism 
in the promotion of social development (E/CN.5/2001/6). 

 
2 UNV (2003): Survey on volunteerism in Bosnia and Herzegovina   (BIH) organizations:  

 
3 Planning Commission Government of India (January 2002): Report of the Steering Committee on Voluntary Sector for the Tenth 
Five-Year Plan (2002-07) 
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the country undergoes certain phases such as economic and social transitions, reconciliation of 
divided groups, peace building and delivery of essential community services.  
 
1.2 Background 
 
Kenyans have had a long history of giving time and resources to improve their lives and those of 
others. Voluntary development initiatives in Kenya have their basis in the emergence of church-
based and independent secular organizations independent of the state in the colonial period. The 
church-based organizations were formed to address relief and welfare issues. Mention must also 
be made of local welfare organizations formed by migrant workers in the colonial period in the 
major towns, such as the Kavirondo Taxpayers’ Welfare Association, some of which took on 
political overtones during the decolonization struggle4. Therefore, the influence of volunteering 
on community development and its place at the global agenda has been a focus of many studies, 
publications and numerous conferences around the globe. However, in Kenya at present, there is 
a lack of comprehensive and focused research and publications that deal directly with the issue 
of volunteerism. The literature that could be found on the different aspects of volunteerism is 
limited to newspaper magazines, some incomplete studies, and occasional reports from VOs and 
United Nations agencies. There is no real comprehensive state level research focusing on this 
topic. Thus lack of background studies on volunteerism 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 wealth of knowledge on the voluntary sector in Kenya 
with a view of influencing its future strategic direction through promotion, facilitation, 
networking and recognition of volunteers and voluntary services in Kenya. The specific 
objectives include: 

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

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

c. To document experiences on volunteer initiatives so as to inform future volunteer 
programmes in Kenya;   

d. To identify volunteering opportunities and mechanisms for nurturing and 
strengthening volunteer action including: promotion, facilitation, networking and 
recognition; and 

e. To make recommendations on how to bridge existing policy/legal framework gaps in 
relation to volunteerism in Kenya 

1.4 Research questions 
 
The survey was focused on providing answers to the following research questions: 
 

1. How has the term “volunteerism” been conceptualized and applied in the context of 
development interventions in Kenya? 

2. What are the demographic profiles of the volunteers in Kenya? 

                                                 
4 NGOs Co-Ordination Board (2004): Proposed Kenya Non Governmental Organizations Policy 
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3. What are the motivations and benefits of volunteer work? 
4. What are the overall views and perceptions of volunteer work and services in the 

country? 
5. What has been the role and contribution of volunteers in the country’s development, 

especially with respect to post election violence? 
6. What are the features of volunteer systems and practices in the various volunteer 

involving organizations? 
7. To what extent are the volunteer systems and structures effective in the delivery of the 

services for sustainable development? 
8. Are there policy and legal gaps that are required to facilitate the development of 

voluntary sector in Kenya? 
9. Are there alternative ways by which the voluntary sector in Kenya can be strengthened 

and promoted to ensure sustainable socio-economic and political development in the 
country? 

 
1.5 Research Design and Methodology 
 
Given the dynamic and multifaceted aspects of the study, exploratory and descriptive research 
designs were used. The choice of the designs was deemed relevant for the study as it facilitated 
the development of the conceptual and contextual factors influencing the operations of volunteer 
work and practices in Kenya. It further provided an opportunity for the development of deeper 
understanding regarding perceptions and attitudes of respondents with respect to the various 
volunteer systems and practices used by the various volunteer organizations. 
 
1.6 Population and Sample Design 
 
The national survey on volunteers and volunteer organizations was conducted in the entire 
country, covering eight clusters or provinces namely: Nairobi, Central, North Eastern, Eastern, 
Coast, Nyanza, Western, and Rift Valley. Stratified and purposive sampling techniques were 
used to identify two districts in each cluster and this led to the following districts sampled for the 
study. Nairobi (both as a province and district); Central (Kiambu and Nyeri); North Eastern 
(Garissa and Mandera); Eastern (Embu and Machakos); Coast (Mombasa and Taita Taveta); 
Nyanza (Kisumu and Kisii); Western (Bungoma and Kakamega); North Rift (Eldoret); and South 
Rift (Nakuru). 
 
The study districts were purposively chosen because they were assumed to have had established 
strong volunteer infrastructure and practices. Given the limited time bounds and exploratory 
nature of the study, these criteria were very important as they meant that the researchers could 
access the respondents without delay. Further, the researchers also had insight into the study 
areas, and could therefore assess with some certainty that 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 organizations across the study areas. They were 
aided in developing the list of potential interviewees by consulting with UNV, VSO, District 
Development Officers (DDOs), Provincial Aids Coordinators (PACs), and leaders of local Civil 
Society Organizations (CSOs). The researchers also used the Snowball method to identify the 
respondents. These institutions were helpful in providing prospects that, in their estimation, had a 
demonstrated ability to successfully use volunteers in providing services to the local 
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communities. A total of 106 volunteer organizations were involved in the study. Out of these, 94 
organizations were national while 12 were international.  From the selected organizations, a total 
of 265 volunteers were interviewed, comprising of 241 Kenyans and 24 non Kenyans. With 
respect to gender, a total of 139 males and 126 females were interviewed. The study targeted an 
average of ten (10) volunteers and five (5) VOs per district.  
 
Government departments addressing various issues related with volunteerism were identified and 
interviewed as key informants. This was aimed at getting their perceptions on volunteerism and 
also to establish the current position on the policy and legal framework on volunteerism in the 
country. These included: Ministry of Planning and National Development, Ministry of Gender 
children and Social Affairs, Ministry of State for Youth Affairs, and Commissioner for Labour.  
 
The study also targeted beneficiaries of volunteer efforts. Selected beneficiaries were 
interviewed through focus group discussions.   
 
1.8 Literature Review and Data Collection 
 
Literature review was conducted to get information pertaining to volunteerism and volunteer 
management systems and practices. The literature ranges from the analysis of the concept of 
volunteerism, volunteer philosophy and motivation, policy and legal issues pertaining to 
volunteer services management, measurement of volunteer services, among other aspects of 
volunteering and development. 
 
1.8.1 The Interviews and Survey 

 
The study selected possible interview subjects from contacts generated from the sampling frame. 
The respondents were sampled on their ability to provide relevant information to guide the 
research and in understanding about the field of voluntary service as being practiced in Kenya. 
The choice of volunteer organizations considered size within their sector, choosing both large 
and small organizations from within which interviews were conducted. The survey looked in 
detail at job descriptions, advertising and recruitment, training and development, motivation, 
incentives and support, performance management, funding issues, partnership and networking, 
support, and planning. The survey also examined in some depth at the characteristics of 
volunteers. 
 
Each interview lasted approximately one hour, and involved volunteers and authorized 
representative of the volunteer organization. It was also important that for the study to reach the 
broad spectrum of organizations in the study areas that use volunteers, some questionnaires were 
sent to respondents and fill on their own. The questions asked during this interview are contained 
in the interview guides in Appendices A and B for volunteer organizations and volunteers 
respectively.  
 
1.8.2 Focus Group Interviews 
 
Focus group discussions (FGD) were carried out with beneficiaries of volunteer services and 
used a combination of both interviewing and participant observation. During the FGD’s, 
observation of group dynamics, discussion, and firsthand insights into the respondents’ behaviors 
and attitudes was used to inform the researchers on the way beneficiaries think and perceive the 
volunteer services and practices. Focus groups involved between 3 to 8 people who shared 
characteristics relevant to the study focus area. Participatory research and data collection 
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methods were used in conducting the FGD. Participatory research is characterized by its rapid, 
flexible and interactive process. Its aim was to enable participants to provide relevant 
information, and learn together.  
 
1.8.3 Key Informant Interviews 
 
Key informant interviews were also conducted to provide more insights into the policy and legal 
frameworks, volunteer management systems, challenges and threats to the development of the 
voluntary sector in the country.  
 
1.8.4 Case Analysis 
 
Case analysis was used as a framework of assessing some experiences of volunteers and 
management of volunteer services in Kenya. 
 
1.9 Validity of Findings 
 
Validity of findings from the survey was through triangulation of the research methods and 
instruments, through the use of four mechanisms namely: 
 

·  Exploration of the same issues using different research methods and tools; 
·  Exploration of issues in different homogenous audiences  
·  Discussion of issues raised by the audiences with key informants 
·  Comparing the findings with secondary data 

 
1.10 Data Analysis 
 
The questionnaires were analyzed using the SPSS statistical software package and Excel to 
provide comprehensive comparison with the quantitative data.  
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SECTION TWO: LITERATURE REVIEW 
 

2.1 Introduction 
 
For the last two decades, there has been consistent strong belief in the importance of the 
voluntary sector, with a strategic vision of a future where societies unlock the potential of 
voluntary and community action, and where the voluntary sector’s broad contribution to 
communities is fully recognized; where the sector is regarded as an equal partner alongside the 
public and private sectors and where it has a strong voice and the capacity to play out its role in 
bringing change and sustainable development. However, having a vibrant voluntary sector is not 
the goal in and of itself. It is underscored by the belief that the voluntary sector has a unique role 
to play in building civil society, that the voluntary sector works in partnership with other sectors, 
and that social development, nation building and citizenship engagement are part of the 
collective agenda. 
 
2.2 Understanding the voluntary sector and Volunteerism 
 
To be able to develop an understanding of the VO realities in Kenya in relation to those 
elsewhere in a reliable way, the study began by reviewing common definitions of the entities in 
this sector. Some of the existing definitions covered both voluntary and nonprofit sectors—
which focused, respectively, on the sources of organizational income, on legal status, and on 
organizational purposes. Accordingly, they adopted an inductive approach to defining the 
nonprofit and voluntary or civil society sector, based on the actual experiences and practices of a 
broad range of countries in the world, especially in Canada5 6, United States7 8, New Zealand, the 
Netherlands, India9, Japan10, Italy, and United Kingdom11.  
 
2.3 The overview of volunteering impulse 
 
The origins of volunteering go back a long way. One classic work on the subject even claims to 
descry altruistic behavior in the animal kingdom12. More conventionally, altruism is traced to 
family and kinship obligations to protect one’s own and offer hospitality to strangers. These 
                                                 

5 Hall, Michael H., Cathy W. Barr, M. Easwaramoorthy, S. Wojciech Sokolowski, and Lester M. Salamon (2005): The Canadian 
Nonprofit and Voluntary Sector in Comparative Perspective: Imagine Canada 

 
6 McClintock Norah (2004): Understanding Canadian Volunteers: Using the National Survey of Giving, Volunteering and 
Participating (NSGVP) to Build Your Volunteer program.  Canadian Centre for Philanthropy.  www.ccp.ca 
www.givingandvolunteering.ca 

 
7 First Side Partners, (20020: Volunteerism, Social Capital and Philanthropy In the Not-for-Profit Sector. A Research Study. The 
Forbes Funds 

 
8 Kimberly A. Spring and Robert T. Grimm, Jr. (2004): Volunteer Management in America’s Religious Organizations. Corporation for 
National and Community Service 

 
9 Priya Viswanath & Noshir Dadrawala (2004): Philanthropy and Equity: The Case of India: Global Equity Initiative, Harvard 
University 
10 Kee Beom Kim( ): Finding an entry point for the promotion of corporate social responsibility in small and medium- sized 
enterprises in Japan 

 
11 Cairns Ben and Romayne Hutchison (2006): The Impact of Investing in Volunteers. Centre for Voluntary Action Research, Aston 
Business School 

 
12 (Organisation for Economic Co-operation and Development (OECD) (2003): Philanthropic Foundations and Development Co-
operation: Off-Print of the Development Assistance Committee Journal 2003, Volume 4, No. 3) 
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behaviours are extensions of basic human drives to self-preservation and protection of one’s 
offspring, so it is not surprising that altruistic customs are a virtually universal feature of human 
societies. A second wellspring for volunteering action is pride. Everyone wishes to be successful 
and well regarded by his fellows.  
 
All the world’s great religions enjoin the faithful to give to charitable works, to relieve poverty 
and suffering, and to welcome the stranger. Judaism includes the custom of tithing, i.e. reserving 
one tenth of one’s earnings for benefactions13. One of the five pillars of Islam commits Muslims 
to give 2.5 per cent of their annual income and wealth to charity and the first great hospitals were 
founded by the medieval Muslim rulers of Baghdad, Cairo and Damascus. The sacred texts of 
Hinduism and Jainism extol the virtue of charity and Mahayana Buddhists are urged to follow 
the example of the Bodhisattva, who “gives his best food to the hungry … protects those who are 
afraid…strives to heal the sick … and shares his riches with those afflicted by poverty14. In a 
secular age there is a tendency to forget about religion, and to gloss over its power to shape 
institutions and behaviour. It would be negligent to do so in this case, as “Religion is the mother 
of volunteering … both conceptually and procedurally15.”  
 
2.4 Current Perspectives on Volunteerism 
 
At both national and international level, there has been a major shift in thinking about the 
practice of government as well as in the way decisions are being made and influenced. Major 
economic and technological changes are creating unprecedented opportunities for some people 
but increased insecurity and inequality for others. 
 
2.4.1 Volunteerism - International Context 
 
The importance of building community social capital to reduce exclusion and marginalization is 
recognized at the United Nations level, as is the vital role played by the not-for-profit sector. In 
the designation of 2001 as the International Year of Volunteers, the United Nations established a 
National Committee of Volunteering to devise strategies and actions for supporting volunteering 
as part of its program for prosperity and fairness16. A parallel development, occurring nationally 
and internationally, is a trend away from state ‘welfare-ism’ towards a more pluralistic system of 
service provision. Many governments are recognizing that there is a need to create a more 
participatory democracy where active citizenship is fostered. In such a society, the ability of all 
sectors to provide leadership for the involvement of volunteers in socially useful volunteer work 
is considered fundamental17. 
 
2.4.2 Depth of Volunteerism in Kenya 
 
Kenya has a rich tradition of voluntary action. Before independence (1963), VOs imbued with 
the African Socialism philosophy were playing a significant role mainly in social welfare 
activities and now, the range of spheres covered by voluntary sector has expanded considerably 
covering almost all development related activities. Some of the reasons put forward for increase 

                                                 
13 (Genesis 28:22; Deuteronomy 14:28-29 and 26:12f 
14 (Religious dicta on charity and hospitality are collected at www.unification.net/ws/theme141.htm..”  
 
15 (H. A. Moe, “Notes on the Origin of Philanthropy in Christendom”, Proceedings of the American Philosophical Society 105:2 
(April, 1961), p. 141, quoted in Weaver, op. cit., p. 19. 
16 UNV. (2002). Volunteerism and capacity development. Bonn: United Nations Volunteers 
17 ibid 
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in the number and activities of VOs are the decline of socialism and an increased national and 
international funding for voluntary sector and in a number of developmental activities, VOs are 
working as supplements or complements to the governmental efforts18.  
 
The origin and development of the voluntary sector in Kenya has been shaped by two major 
influences: one rooted in indigenous traditions and value systems, and the other a product of the 
interface between the Kenyan society and the western world19. The Kenyan traditions and value-
systems are in turn rooted in religion that prescribes a code of ethics for the individual and the 
principles governing social life. A noteworthy feature of all major religions has been the 
emphasis they place on charity and sharing wealth with others, especially the poor. Serving the 
poor is considered equivalent to serving God. Philanthropy and individual acts of social service 
have, historically, been the main forms of voluntary activity in Kenya. Institutionalized social 
service activities existed largely within the domain of religious institutions20. 
 
Hence, the concept of secular voluntary activity accelerated with the advent of western, mainly 
British, influence in Kenya. The work of Christian missionaries in the field of education and 
health care, especially in remote rural areas, stood out as examples of dedicated service to the 
poor, even though the motivation may have been to win over these people to Christianity. The 
organized form of charity and service to the poor practiced by the Christian missionaries 
impressed many who tried to emulate them21.  
 
The main churches in Kenya have played a significant role in the development of the country. 
The Catholic and Anglican churches for example command a large following and are actively 
involved in several projects throughout the country, ranging from relief, education and training, 
rehabilitation, irrigation and peace building. Other churches like the Seventh Day Adventist, 
Africa Inland Church and the Salvation Army, the Muslim and Hindu communities more/less 
carry out similar projects. Volunteer specialists implement most of the church sponsored 
activities. The religious officials and project leaders are usually non-remunerated, and volunteer 
their time and expertise to serve others. The Catholic Church has numerous such projects taking 
place all over the country22.  
 
2.4.3 Volunteerism in Post Colonial Kenya 
 
2.5.3.1 The Harambee Self-help Movement  
 
The term harambee means let us pull together or cooperate in carrying out individual, group or 
community improvement activities. Volunteerism is the pivotal point upon which the harambee 
spirit is based. The practice of harambee operates on the basis of members of the community 
volunteering resources to the pool towards development. Donations are made on a voluntary 
basis and people are encouraged to give willingly. Ideologically, Harambee means that the 
individual should place the interest of the community above his/her own thereby is emphasizing 
                                                 

18 Kanyinga Karuti and Winnie Mitullah the Non-Profit Sector in Kenya: What we know and what we don’t know. Institute for 
Development Studies University of Nairobi 

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

 
21 ibid 
22 Wanyama, Fredrick O.( ): Interfacing the State and the Voluntary Sector for African Development: Lessons From Kenya 
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the importance of the African tradition of mutual responsibility and help. As an ideology of 
development, Harambee was born soon after independence. President Kenyatta made an appeal 
to the people to contribute to the local development of schools, hospitals and other local 
community facilities in kind and/or cash. People participated by getting together and taking the 
initiative to improve their conditions with little support from the government23. 
 
2.4.3.2 The Cooperative Movement 
 
The cooperative movement has been instrumental in promoting volunteerism and development in 
Kenya. The movement is based on the values of self-help, equity, democracy and solidarity and 
it is widespread in Kenya24. This movement has a wide established organizational structure 
penetrating the rural areas. In many situations, they have been responsible for alleviating poverty 
and raising the economic status of the people. The current state of cooperatives in Kenya is such 
that majority of Kenyans are aware of their existence within their local vicinity. Kenyans are also 
aware of the type of cooperative that would benefit them depending on their occupations. 
Despite some negative characteristics about the movement (mismanagement, power struggles, 
etc) it has by and large remained a strong force in the enhancement of citizen participation in 
development25. 
 
2.4.3.3 Volunteer Efforts in Institutions of Learning 
 
Volunteerism in Kenya has also gained institutional status in education institutions of higher 
learning, particularly in universities. For example students in the universities of Nairobi, 
Strathmore, United States International University (USIU) etc are members of AIESEC, and 
carry out volunteer activities.  Hence the university students do not live in the ivory towers alone, 
but do descend to give a helping hand where there is need.  Other volunteer initiatives in learning 
institutions are by the scout movement, with student membership across the country, 4 K clubs, 
and environment clubs, among others26. 
 
2.4.3.4 Other Volunteer Efforts27 
 
The spirit of volunteerism is quite strong in Kenya.  Particularly since the 1980's when the 
Nairobi City Council began to faulter in the provision of services to city residents there has 
emerged a proliferation of voluntary associations with diverse aims.  Many times urban residents 
have had to improve the quality of their own life or physical environment by willingly giving up 
some of their engagement to participate in clean-up of the neighborhood. This led to the 
formation of Kenya Alliance of Residents Association (KARA) an umbrella organization 
advocating for the issues affecting Kenyans. It is now common practice in many parts of Nairobi 
City to observe residents in clean-up operations on their own or at times with assistance from the 
Nairobi City Council.  The spirit of volunteerism has gained increasing acceptance in Kenya.  In 
Nairobi for example, it is inconceivable to hear of a residential or business area that lacks a 
resident's voluntary association.  The most noticeable are Karen-Langata Association and the 
Buru Buru Residents Association. The Buruburu resident association is remembered for playing 

                                                 
23 Mutsotso, B and Munyendo B. (2001): The Development of Volunteerism in Kenya and How it relates to International Year of 
Volunteers (IYV). IYV Secretariat, Nairobi 
24 ibid 
25 ibid 
26 ibid 
27 (Daily Nation Special Report 11th September, 2008, page 14). 
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a leading role towards ridding their environment of bars, discotheques and brothels that had led 
to deteriorating quality of social life in the area.   
 
The colonial administration introduced volunteerism in all schools in the country in the form of 
4-K clubs and scouting movements that were inherited by the post-independence government. 
The purpose of both movements was to engage the energies of youth in constructive activities 
and thereby prepare them for leadership responsibilities in future. The National Youth Service 
(NYS) was established immediately after independence. Upon attaining independence there were 
a large number of young Kenyans who had neither formal education, skills nor work prospects. 
This led to the establishment of state sponsored youth programme to train and develop skills of 
the youth who in turn volunteered their time and energy towards nation building activities. Thus, 
the NYS was created through an Act of Parliament in 1964. Since then NYS has grown and 
provided opportunities to thousands of youths, mainly those who do not qualify for universities 
and colleges. The NYS programme is now under the new Ministry of State for Youth Affairs and 
Sports. The service recruits youths aged between 18 and 22 years across the country biannually. 
 
2.5. Formal and Informal Volunteering Systems 
 
Formal volunteerism can be defined as service that is addressed to a social need or needs defined 
by an organization, performed in a coordinated way in an organizational context, and rewarded 
by psychological or other benefits. Informal volunteerism is spontaneous expression of service in 
response to a personally perceived social need, performed freely (without organizational 
constraints) and often without any thought of reward. The National Survey on Giving, 
Volunteering and Participating (NSGVP)28 makes a simpler distinction in this regard: formal 
volunteering is unremunerated and freely chosen work done through an organization whereas 
informal volunteering is done outside the confines of an organization. While we recognize the 
relevance of informal volunteering, in this study, we focus on formal volunteering. 
 
2.6 Best Practices in Volunteer Management 
 
Today’s volunteer-based organizations and programs face numerous challenges to continuously 
develop and deliver myriad contemporary programs and services based upon current and 
emerging individual and community needs in an increasingly larger and more diverse society. 
Some of the recommended features of best practices29 30 31 for the successful management of a 
volunteer program include: 
 
1: Plan and Organize 
 
Long before a volunteer is approached and asked to join an organization, careful consideration of 
their role and the value of their contribution needs to be considered. Planning for a volunteer 
program provides an opportunity to work out the purpose of the program, the role of volunteers 
in the organization, the program's contribution to the organization's mission, and how the 

                                                 
28 National Survey of Nonprofit and Voluntary Organizations Regional Fact Sheet, Imagine Canada, 2006. www.nonprofitscan.ca 

 
29 Maine Commission for Community Service (2008): Need to Know Basics of managing Volunteers. www.volunteermaine.org 

 
30 Volunteering Queensland Inc. 2001): Volunteer Management Resource Kit 

 
31 VSO (undated): Managing the placement of Volunteers: A VSO Guide. A Draft Copy 
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volunteer program fits into the structure of the organization. Planning is best done with input 
from those who will be affected by the volunteer program, particularly the leaders, the paid staff, 
and the clients of the organization. A thorough planning process will include the following 
elements: mission statement, vision statement, needs assessment, goals and objectives, budget, 
building investment among staff, position descriptions, etc. 
 
2: Policies and Procedures 
 
Policies and procedures are the nuts and bolts of the volunteer program. A policy is a principle, 
plan or course of action. Policies tell people what to do. A procedure is a series of steps that 
direct people how to do what they must do. Reasons to define policies: 
 

• Connect the volunteer program to the larger organization and its mission. 
• Provide structure for sound management. 
• Formalize decisions that have already been made. 
• Ensure continuity over time and promotes equity and standardization. 
• Articulate the importance of volunteers and provides an ongoing element of volunteer 

recognition. 
• Contribute to increased volunteer satisfaction, productiveness, and retention. 

 
Types of written policies that should be developed include: 
 

• Statements of belief/position/value of organization. 
• Mechanisms for managing risk (e.g., insurance coverage, background checks on the 

volunteer). 
• Rules to specify expectations, regulations and guides to action (e.g., confidentiality, time 

and training commitments, customer service). 
• Aids to program effectiveness (e.g., personnel policies) modified for the volunteer 

program. 
• Specific levels of policies 
• Organizational - broad, general statements (e.g., beliefs, values, mission of organization 

as a whole). 
• General - policies about the volunteer program (e.g., why it exists, what constitutes a 

volunteer, etc.). 
• Specific - policies within the volunteer program (e.g., specify what to do). 

 
3: Volunteer Recruitment 
 
Volunteer recruitment means attracting and inviting people to consider involvement with your 
organization. Many new volunteer administrators make the mistake of beginning their recruiting 
before they have an idea of why they are recruiting and for what positions. The most important 
step for recruitment is planning and design. In order to do this, you must spend time learning 
about your organization from the inside as well as how your organization is perceived by the 
community and public at large. 
 
Recruitment Message: The recruitment message should be inviting and encourage people to 
become involved with your organization. An organization may have multiple recruitment 
messages tailored to the volunteers being sought, such as students, professionals, neighborhood 
residents, or client family members. Each message should identify: 
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• The specific need (of the clients and/or the organization); 
• How the volunteer can alleviate the need; and 
• The benefits to the volunteer. 

 
Recruiting Techniques: There are many techniques available for recruiting volunteers. You 
must decide which is best for disseminating the recruitment message for your organization and 
for your specific volunteer positions.  
 
4: Screening, Interviewing and Placement 
 
Matching potential volunteers to volunteer positions is an important part of program success. 
Making the match involves using a series of screening techniques that allow the organization and 
the volunteer to get to know each other and decide whether and how to best work together. 
Volunteer program administrators may use the screening tools human resources officers use: 
applications, reference checks, interviews, background checks, training, and observation. 
Screening potential volunteers should be as sophisticated as necessary for the type of volunteer 
task under consideration. The goal of screening is to get the right volunteer into the right 
position. 
 
Interviews: A face-to-face interview provides an opportunity for a more detailed discussion of 
your agency's mission, vision, and goals, as well as the volunteer's interests, motivations, and 
needs. It may be appropriate for the volunteer to be interviewed by more than one person on staff 
or by volunteers. The interview is the opportunity to learn about the potential volunteer's: 
 

• Knowledge, skills, and experience pertinent to requirements of the volunteer position; 
• Preferences or aversions to specifics tasks or types of assignments; 
• Schedule and availability; 
• Willingness/ability to make the necessary time commitment; and 
• Willingness/ability to meet other agency expectations. 

 
Placement: Volunteer managers should make every effort to place the volunteer in a position 
that provides a good match between the skills and interests identified during the screening 
process and the duties you need performed. This effort will pay off in the quality of tasks 
performed and the volunteer's level of satisfaction. 
 
5: Orientation and Training 
 
Initial orientation and training prepares volunteers to perform their duties efficiently and 
effectively. The organization’s policies and procedures form the basis for the orientation; while 
the position description forms the basis for the training. Volunteers who understand what is 
expected of them do a better job and feel satisfied by performing their duties and serving the 
organization. 
 
Orientation: Orientation to the agency helps volunteers see their service within the context of 
the organization. Even the most menial tasks can become meaningful if presented in such a way 
that the volunteer understands how the task fits. Orientation is typically provided by the 
professional volunteer manager and includes the following 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 program policies and procedures, provide each 
volunteer with a written resource in the form of a volunteer handbook, orientation package or 
other reference guides. This written resource may be provided during the volunteer's orientation 
or during their induction into your program. The resource reinforces the information presented in 
training, helps to address questions that arise during service, and can prove useful as a 
supervisory tool in dealing with performance issues. Treating volunteers as part of your 
organization's staff helps them feel they are part of a team and fosters commitment and retention. 
Volunteers, as staff members, help represent your agency to the public. The more they know and 
understand about the nature of your operations and your cause, the more they can contribute to 
public relations, marketing, and advocacy. 
 
Training 
 
Training gives volunteers the direction and skills necessary to carry out assigned tasks. The staff 
in the area of the organization where the volunteer is assigned typically provides training. In 
general, training should be: 
 

• Specific to the requirements of the volunteer position 
• Geared to the skill level of the volunteer 
• On-going and address needs identified by both volunteer and supervisor 
• Periodically evaluated to determine if it is on track 

 
6: Supervision 
 
Volunteers need support to perform their duties. They should have a designated supervisor to 
whom they can turn for advice, guidance, encouragement, and feedback. The supervisor also 
needs to provide the materials, training, and direction to enable the volunteer to perform assigned 
tasks.  The most important responsibility of a supervisor of volunteers is creating an environment 
that empowers the volunteers to perform their duties. Empower volunteers by providing: 
 

• Sufficient orientation to the organization 
• Clear and appropriate expectations 
• Proper training and equipment 
• Evaluation of performance, and 
• Regular reinforcement and recognition. 

 
A professional volunteer manager can support the supervisors of volunteers by eliciting feedback 
from the supervisors and using it to evaluate the volunteer program periodically, by facilitating 
the sharing of experiences among the supervisors, and by showcasing good volunteer 
supervision. 
 
7: Volunteer Performance Evaluation 
 
Volunteers add value to an organization. Evaluating their performance is one way to quantify 
their contributions toward achieving the mission of the organization. The volunteer program 
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administrator and the volunteer's supervisor should conduct periodic evaluations to give 
volunteers feedback on how they are performing assigned duties and tasks and meeting current 
objectives. These evaluations also give the administrator and the supervisor opportunities to set 
new goals for the volunteer, identify additional training needs the volunteer may have, and 
determine the effectiveness of the volunteer program procedures. 
 
Performance Criteria 
 
When you evaluate your volunteer staff, use the same criteria that you use to evaluate the 
performance of your paid staff. Clearly defined position descriptions are the basis for fair and 
equitable performance evaluations. Performance criteria should address both skills and 
accomplishments.  
 
Options When Volunteer Performance Is Substandard 
 
When volunteers are performing below expectations or their service is no longer in the best 
interest of your organization, it may become necessary to take corrective action. You may 
consider: 
 

• Re-training 
• Transferring the volunteer to a new assignment 
• Disciplinary action 
• "Retirement" or dismissal 

 
8: Retention and Recognition 
 
Understanding volunteers' motivations and remaining sensitive to their needs are essential to 
retaining volunteers. People's reasons for volunteering can differ dramatically. Regular and open 
communication will help determine the motivating element specific to each volunteer. 
Remember, also, that personal motivations can change over time. 
 
Basic Motivation Factors 
 
Researches in volunteer work have found three primary reasons why people choose to volunteer: 
 

• Power: a volunteer motivated by power may need to be independent or to have control 
over a project. 

• Achievement: a person motivated by achievement may seek to learn new skills through 
participation in a project. 

• Affiliation: In large part, these people volunteer because they enjoy the social aspects of 
the work. 

 
Recognition: Recognition is how an organization tells volunteers that their efforts are important. 
Expressing thanks for donated time, energy, and expertise makes volunteers feel valued and 
appreciated. Praising individual volunteers, as well as the group, is a key volunteer retention 
strategy. Recognition should be frequent and personal. Being sensitive to what volunteers expect 
helps the program administrator to design appropriate recognition activities.  
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9: Measuring Volunteer Program Effectiveness 
 
Agency and program leaders must make critical decisions regarding the distribution, use and 
management of available resources. To help make these decisions, volunteer program managers 
need to document: (1) how financial, material, equipment, in-kind, and human resources have 
been, are being, and will be used by the agency to support agency efforts; and (2) what benefits 
these resources have brought to the clients and programs. 
 
Evaluation should be tailored to your organization's capacity to evaluate. There are two basic 
types of evaluation. Formative program evaluation is used to monitor ongoing program 
effectiveness and to manage activity. It guides mid-year (or mid-project) adjustments and 
provides mid-year data for a year-end report. Summative program evaluation is a year-end (or 
project-end) report that includes results, strengths, weaknesses, recommendations, and future 
plans. 
 
2.9 Literature on Volunteering Research  

 
A major problem about reviewing literature on volunteerism in Kenya and from other parts of 
the world, is that there is no stable definition of what exactly constitutes the voluntary sector. 
The earliest studies tended to look purely at the quantitative features of the voluntary sector, for 
example total income and cost involved in the provision of volunteer services, number of 
volunteers, number of voluntary hours and value of voluntary labour. Later studies broadened 
their focus to look at outcomes that voluntary sector can contribute to policy areas such as health, 
lifelong learning and social care, and specific support needs the sector had to enable it to 
maximize its contribution – training, funding etc. This brief overview of research, though not 
highly exhaustive, has been summarized below as they offer a range of approaches and 
methodologies used in some studies.  
 
The current study design has captured some of the issues that the past studies addressed like 
demographic profile of volunteers, motivation of volunteers, volunteers management systems 
and practices, and policy and thus contextualized in the perspective of the Kenyan experiences. 
This will thus provide a basis for the development of baseline data in the context of instituting 
and strengthening the voluntary sector in Kenya, in terms of structures, management systems and 
policy options.  However, some of the quantitative approaches are yet to be done and thus 
constitute the research gaps that shall be addressed by future studies. Several studies we have 
looked at could be classified as “input/output” models – looking at amount of funding the 
voluntary sector has, number of volunteers/hours, number of people into work etc. Other areas 
reviewed include: Sources of funding, challenges faced by the voluntary sector; functions and 
services provided, demography and motivation of volunteers; turnover of voluntary 
organizations; recipient groups, gaps in service development; characteristics of volunteers such 
as educational attainment, income, gender, disability;  size and nature of the voluntary sector; 
economic value of the sector and its annual turnover; development 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 national survey on volunteer services in Kenya conducted 
in September 2008. A total of 106 organizations participated in the national survey that covered 
Nairobi, North Eastern, Coast, Western, Nyanza, Eastern, Rift Valley, and Central provinces. 
Data on the Volunteer Organizations (VOs) presented here were collected from sending and 
receiving organizations as well as from those that carried out both functions.  The data covers 
sites where the organizations were located; their characteristics, volunteering practices, volunteer 
policy, their recruitment, preparation and work environment, funding of the VOs and their 
performance and monitoring: other aspects of the VOs covered were: benefits that they derived 
from engaging volunteers and factors that are important in managing a successful volunteering 
program as well as their achievements challenges and lessons they have learnt from their 
volunteer efforts (See Appendix A) for the questionnaire. 
 
A total of 265 volunteers were involved in the survey. Survey questions were kept to a relatively 
minimum level to encourage a good response rate (See Appendix B) for survey questions for 
volunteers. The first category of questions focused on the respondent’s demographic profile 
including gender, age bracket, nationality, marital status, level of education, professional training 
and number of years worked in the organization/programme. The second category of the 
questions focused on the reasons for volunteering, level of satisfaction with volunteer work, 
category and nature of volunteer services offered, target group served and their perceived level 
of satisfaction. The third category of the questions addressed the volunteer systems that were 
available in guiding volunteer process from recruitment, provision of job descriptions, induction 
and training services, supervision, termination, performance monitoring and evaluation, and 
incentives. The fourth category of the questions were more open-ended, focusing on the nature of 
benefits derived by both the volunteer, Kenyan citizens and organizations, volunteers retention 
strategies, qualities required for successful volunteering in Kenya, and lessons learned as a 
volunteer. 
 
In general, the level of detail and consistency of responses show that most respondents took 
considerable pains to provide as thorough and precise a response as possible, again encouraging 
confidence in the data as well as demonstrating the strong commitment volunteers have to their 
work and programs. However, the number of responses analyzed for any question was always 
lower than the 106 for organizations, and 265 in the case of volunteers. In some cases 
respondents were unable to answer all the questions, in others 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 Nairobi province contributed the highest number of 
VOs (24), Coast (17), and Western and Rift Valley provided the least (6 and 7 respectively). 
Some of the reasons that contributed to the relatively low numbers of the VOs in Western and 
Rift valley were that some of the VOs there were branches of the mainstream VOs having there 
headquarters in Nairobi. These were avoided in the study as that would amount to double 
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counting. Also some of the organizations that were given the questionnaires did not return. The 
details are as presented in Figure 1.  
 

Figure 1: Number of Volunteer organizations by province 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
3.2.2 Establishment of Organizations and Legal Status 
 
Close to one half of the organizations involved in the study were established and have been in 
operation for close to eight years, 24% have been in operation for close to 18 years. Only 7.4% 
existed before the country got independence and about 28% were established in the period 1964-
1989. This implies that close to 75% of the volunteer organizations were established and 
operated in the country for a period less than twenty years. This trend conforms to the increased 
democratic space prevailing in Kenya since early 1990’s with the introduction of the multi-party 
politics and global growth of the civil society sector in the country. Those established in the pre-
independence era include Red Cross and St. Johns Ambulance. About 41% of the voluntary 
organizations are registered as NGO’s, 30% as CBOs, Government departments, UN agencies, 
and FBOs constituted about 23%, Associations (5%) and Foundations (1%). 
 
3.2.3 Age of Volunteers 
 
A significant number (73%) of volunteers is relatively youthful between the ages 18-34. This 
trend implies that the voluntary sector has the potential to make an economic impact and is a 
route into the labour market. Volunteers in this age group are more likely to regard volunteering 
as a way of learning new skills, getting a qualification and achieving a position in the 
community. Presence of few respondents in older age categories implies less involvement of 
retirees and has implications for development of volunteering policy. This could be a possible 
indication that most of the youth have found volunteering an alternative opportunity for the 
development of their talents, skills, and work related experience. 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 indicate the total number of volunteers (by 
gender). For the 106 VOs that participated in the survey, 98 (92.5%)  indicated their respective 
numbers of volunteers and 8 VOs did not indicate the number of volunteers employed by their 
organizations. For those that indicated, there were a total of 86, 437 volunteers, comprising 43, 
351 women and 43, 087 men. This phenomenon compares quite positively with studies done in 
other countries that show that more women than men are engaged in volunteer services. 
 
3.2.5 Marital Status 
 
About 59% of the respondents were single and 35% were married, while the divorced/separated 
and widowed only constituted 2% and 4% respectively. This indicates that single persons were 
more likely to volunteer than those who are married, divorced/separated and widowed, as shown 
in Figure 3.  
 



 19 

Figure 3: Marital Status   

 
3.2.6 Nationality of Volunteers 
 
About 91% of the volunteers surveyed were local (Kenyans) and the rest were international 
volunteers (non Kenyans). This high level of participation among the locals in volunteering 
services implies that Kenyans have developed the relevant motivation and attitudes for 
conducting volunteering services. This implies that the Harambee (self-help) spirit still exists and 
could be nurtured and strengthened for national development. 
 
3.2.7 Level of Education 
 
About 66 per cent of volunteers are holders of secondary, certificate and diploma level of 
education, while those with university level of education are comprised of 24.4 percent of the 
respondents. 9.2 percent have primary level education or no education at all, as shown in Figure 
4. This shows that the majority of people in the volunteering sector are literate with some 
professional development skills.  
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Figure 4: Level of Education 
 

0
10
20
30
40
50
60
70
80
90

Primary School Secondary
School

Certificate level Diploma University Level

Level of education

 
 
 
3.2.8 Length of Service 
 
Close to two thirds (63.4%) of the respondents have served as volunteers for 1-5 years, 17.3% 
have served for 6-10 years, 12.5 per cent for less than 1 year, 5.7% for 11-15 years, and the 
remaining ( 1.2% ) have served for more than 16 years, as shown in Figure 5. However, future 
research needs to incorporate the amount of hours put in 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% of the organizations mentioned urban, 13.9% 
rural and 54.6% as both urban and rural areas.  The responses show that more VOs had located 
their volunteers in both urban and rural areas. Most of the VOs that were located in cities such as 
that of Nairobi, served within the city, especially in its informal settlements such as Kibera and 
Mukuru but also reached out to the surrounding peri-urban areas. Most of those that were located 
in smaller towns such as Bungoma served surrounding rural areas. 
 
3.3.2 Target groups and sectors served by the Volunteers and VOs 
 
The voluntary programs were reported to be significantly aimed at services targeting children 
and youth and women. About 82 percent of volunteers and 81percent of organizations reported 
to be serving children and youth, while 55 percent of volunteers and 60 percent of organizations 
reported to be providing services targeting women, as shown in Figure 6. This shows that 
volunteer work serve the needy and vulnerable groups especially children, youth, women and 
disabled. This suggests that voluntary activities are indeed addressing national development 
priorities with respect to the target groups and sectors 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 activities covering various sectors of the economy 
(Figure 7). About 68% and 45% of the organizations and volunteers respectively reported that 
the voluntary service involves health related assignments, and 56% of organizations and 54% of 
volunteers reported to be engaged in community development work. Some of the sectors 
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indicated in the survey include social services, education, 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 types of services. About 69% of the volunteers and 
72% of the organizations reported to be involved in the provision of community work services, 
53% of the volunteers and 51% of the organizations are engaged in counseling services. 
Volunteers are also engaged in teaching and training roles, advocacy and campaigning, 
information and advice, visiting and providing care and support services and fundraising. 
Organizations have realized that volunteers can be much more effective in carrying out their 
missions, and are therefore recruited as valuable members of the team, and given meaningful and 
challenging work. This information is as shown in Figure 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 opportunity to work out the purpose of the 
program, the role of volunteers in the organization, the program's contribution to the 
organization's mission, and how the volunteer program fits into the structure of the organization. 
A thorough planning process contains mission statement, vision Statement, needs assessment, 
goals and objectives, budget, volunteer management policy, job description, etc. 
  
3.4.1 Strategic and Work plans 
 
Nearly 76% of the organizations reported to have Strategic Plans (SPs), while 92% reported to 
have prepared work plans to guide their operations. Of the organizations having strategic plans, 
all (100%) of the foundations have strategic plans, NGO (76%), CBO (63%), and Associations 
(58%), reported to have strategic plans. Other volunteering agencies like Red Cross, St John 
Ambulance, government departments also reported to have strategic plans, as shown in Figure 9.  
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Figure 9: Availability of Strategic Plans 
 

0 10 20 30 40 50 60 70 80 90 100

Percentage

Association

Foundation

NGO

CBO

Other

T
yp

e 
of

 O
rg

an
is

at
io

n
Availability of a Strategic Plan

YES NO
 

 
Although a significant number of the VOs indicated that they have strategic plans, further 
analysis and discussions with the relevant leaders in some of the VOs showed that the existing 
strategic plans do not specifically address the volunteer work but rather the general aspects of the 
work they do. This was particularly true with most of the NGOs and CBOs that have a mix of 
both volunteer and non volunteer programmes. Hence, presence of a relatively high number of 
strategic plans may not necessarily mean that they are specifically tailored to comprehensively 
addressing volunteer services.  
 
3.4.2 Volunteer Management Policy 
 
The valuable role and contributions that voluntary organizations make towards the quality of life 
in the communities requires the development of formal policy instruments that are expected to 
provide guidelines and direction for the practice and development of the voluntary sector. In this 
survey, 106 organizations were interviewed and 36 did not respond to the question. Of those that 
responded, about 54% stated that they had a human resource management manual/policy which 
stipulated the provisions for all the human resource activities in the organization, 40% did not 
have, and 6% reported that they did not know whether it was there or not. The distinction 
between the human resource management policy and the volunteer management policy was not 
very clear to many of the organizations with the exception of organizations such as VSO, UNV, 
The Kenya Red Cross, and NAVNET. Upon further probing, many organizations stated that they 
did not distinguish the human resource base for regular staff and volunteers except in matters of 
remuneration only. For those organizations that reported to have a volunteer management policy, 
the areas covered by the policies included volunteer planning, recruitment procedures, selection, 
induction, support, management and supervision, motivation and recognition, performance 
management, and retention.  
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3.4.3 Terms of Reference  
 
A clearly written volunteer position description not only clarifies what needs to be done and who 
will be best suited to fill the position, but also guides in developing the recruitment message, 
interviewing potential candidates, selecting the best people from among the applicants, and 
evaluating volunteers as they carry out their assignments. About 78% of organizations 
interviewed, and 61% of the volunteers, indicated that they have some form of terms of reference 
commonly known as a job description in place for volunteering work. Among the VOs, about 
20% had no job descriptions and 2% reported that they did not know. Most of the volunteer job 
descriptions were detailed, but some organizations indicated that they use brochures with 
overviews of different job opportunities rather than individual job descriptions.  
 
For those who had the term of reference or job description, the volunteer position included 
various levels of information that included: name of the assignment; purpose of the assignment; 
tasks to be undertaken, time commitment; skill requirements; training and development support 
offered; supervision structure (to whom volunteer reports; feedback mechanisms); authority and 
decision making structure; supporting policies; and benefits. 
 
3.4.3.1 Level of satisfaction with the job description (terms of reference) 
 
When the volunteers were asked whether they were satisfied with their job descriptions, 72% 
were satisfied, and 13% were dissatisfied with their job descriptions. About 15% remained 
neutral, as shown in Table 1. 
 
Table 1: Level of satisfaction with the terms of reference (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 volunteerism from the perspective of those 
involved in volunteering work. The responses received show that there is a considerable scope 
and views in defining volunteering in terms of motives (altruism, self interest), activities (work 
oriented) and setting (voluntary organizations). The definitions of the concept of a volunteer that 
show its characteristics are presented below.  
 
Volunteerism has been defined as a not for profit effort and seeks to: Benefit the community; 
comes out of volunteer’s free resolve; not coerced; and entails no financial gains (VSO National 
Volunteer Agenda, Kenya).  

“ Volunteerism is a powerful means of engaging people in tackling development challenges, and 
it can transform the pace and nature of development. Volunteerism benefits both society at large 
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and the individual volunteer by strengthening trust, solidarity and reciprocity among citizens, and 
by purposefully creating opportunities for participation. There are three key defining 
characteristics of volunteering. First the activity should not be undertaken primarily for financial 
reward, although the reimbursement of expenses and some token payment may be allowed. 
Second, the activity should be undertaken voluntarily, according to an individual’s own free-will.  
Third, the activity should be of benefit to someone other than the volunteer, or to society at large, 
although it is recognised that volunteering brings significant benefit to the volunteer as well”  
United Nations Volunteers 

Volunteerism is secondly defined as an activity that has four characteristics: Undertaken for the 
benefit of the wide community; undertaken by choice or free will; not motivated by financial 
gain; and entails sustained commitment of the volunteer whether full- or part- time or serving at 
home or outside (VSO Jitolee Document).   
 
A third definition of Volunteerism is that it is a social movement that brings large numbers of 
people together, raises awareness of communities and is a mechanism for achieving development 
(Ngutu, Ben.). 
 
Mutsotso and Munyendo, (2001) provide another definition which is that volunteers are persons 
who serve without pay and do so out of their free will not cheap labour.  They comment: 

“Volunteering is a social relationship and like all social relationships, there are  
rewards and expectations…(these) exchanges need not be financial and immediate.  
There is some compensation of volunteers, however minimal and in whatever 
way…….volunteer benefits....There is no obligation involved and it is not forced 
labour…There may be peer pressure to do voluntary work…….but failure to do 
so…….does not (lead) one to lose any service or privileges”. 

 
The authors observe further that when a question is asked: Who is a volunteer? The answer is 
that it is a man or woman who has responded to a call without being influenced or compelled by 
others.  He/she is: a) Endowed with the power of willingness of acting in one’s own free choice, 
based on his/her judgement; b) Enter into service on his/her own without constraints; c) Offers to 
serve others; d) Is self-less; e) Has interest or welfare of others at heart; f) Is a pluralist not 
individualist; g) Is neutral; h) Is objective in all situations; i) Reliable, dependable and trusted; j) 
Responds to a calling and is open minded; k) Makes appreciable impact in the community; and l) 
Is an agent of change.  
 
A further definition by Bell is that Volunteerism is an act that comes out of long established 
ancient traditional sharing—people share their time, skills, ideas and energy with neighbours. He 
observes further that the act of volunteering comes from pro-active model of behavior seeking 
empowerment of people. That is, people volunteer because they see the need for change and 
believe that by so doing they can make a difference in their lives and societies. 
  
Okwangu, (2003) also defined volunteers as individuals who reach out beyond the confines of 
their paid employment and normal responsibilities to contribute in different ways without 
expectations of profit or reward in the belief that the voluntary activity is beneficial to the 
community and satisfying to them. 
  
Another definition was provided by Kiuna and Munandi (2003) that a volunteer is one who 
freely and willingly offers to carry out acts without payment, volunteering is the process of doing 
the actions. 
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These statements show that volunteers are persons who serve without pay and do so out of their 
free will and are not a source of cheap labour. This spirit of service is not new in Kenya—it has 
its roots in traditional self-help efforts although it has changed based on the changing economic 
environment and emerging new forms of volunteerism. Hyder (1995) supports this statement by 
observing that… “In Africa, communal tasks were voluntary. Each mature adult was allocated 
specific functions that they performed for general welfare of the community.  
 
This view of volunteers and volunteerism comes out clearly in the prayer invocation that the 
Rev. Timothy M. Njoya gave at the UNV Annual Conference, Nairobi on 6th December, 1999. 
 

1. Our Gracious God, the Mother and Father of all creation, may we seek to serve rather than to be served, to 
love rather than to be loved. 

2. God we thank you for the sacrifice of volunteers throughout the ages, those who offered humanitarian relief 
to victims of natural calamities and human neglect, wars and human rights violations.  Make them good and 
faithful stewards. 

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

4. We pray for volunteers in, from and to all parts of the world, that they may bring peace where there is no 
peace, plant solidarity where there is division and cooperation where there is dissension. 

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

6. O God, hasten the discovery of something to repel the spread of HIV virus and cure the AIDS disease.  
Give solutions to rampant corruption, discrimination and lack of accountability, failure to govern, and 
failure to plan ahead, to prevent conflict and war and failure to avoid natural disaster. 

7. O God, save us from using voluntarism to perpetuate dependency and cover up our failure to manage God’s 
gifts of human and material resources properly.  Save us from failure to govern ourselves according to 
principles of accountability.  Help us to meet our obligations to our families, children and those who need 
our assistance in order to become independent.  
 
We pray this in the name of Jesus Christ the Pioneer of voluntarism. Amen.  
 
Source:Rev. Timothy M. Njoya gave at Annual Conference, Nairobi, 1999, 6th December. 

 
 
The Rev. remarked further that… “Volunteerism is a humanitarian action that flows from 
compassion. It is an activity based on one person’s feeling the pain when another’s shoe 
pinches…volunteerism is a spirit. It starts like a calling that after being expressed to others who 
are equally called or who support it, become transformed from being personal to being 
collective”. 
 
One volunteer with St. John’s, Kakamega town put it…volunteerism is like a call to me…”. 
Another volunteer from the same organization said… “we do it from our hearts…but (we) also 
have needs…yet we have no income…no incentive”. 
 
Participants at the stakeholders’ workshop that was held in Nairobi provided a large number of 
definitions of the concept which included: 
 
·  A way of providing free services willingly in order to attend to emergency issues in the 

society without any monetary gains attached to it. 
·  A volunteer is a person who willfully subjects him/herself 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 something from deep within your heart without the 
expectation of financial gain. 

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

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

·  Free giving of service, resources, energy and money without expecting anything in return. 
·  A volunteer is anyone who without compensation or expectation of compensation performs a 

task on behalf of an organization for the benefit of the wider community. The task is 
undertaken by choice and free will. Whereas the motivation of the volunteer is not to obtain 
employment with the organization, but should not be seen as cheap labour 

·  Volunteerism is the rendering of service by choice of or free will for the benefit of the wider 
community by an individual, group, institution without necessarily expecting monetary gain. 

·  Unpaid activities done on behalf of a charitable or non-profit organization. It excludes 
informal help, i.e., that activity done to help a neighbor, although many activities involve 
helping people in an informal basis. 

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

·  Volunteering is 'any activity which involves spending time, unpaid, doing something which 
aims to benefit someone (individuals or groups) other than or in addition to close relatives, or 
to benefit the environment'. 'Informal volunteering' is help given as an individual. 'Formal 
volunteering' is help given through a group, club or organization 

 
These definitions show that a volunteer is a person who renders humanitarian service to others 
without expecting full compensation for the service. The urge to serve comes from the heart and 
the volunteer dedicates him/herself to do so on a part- or full-time basis and by so doing derives 
inner satisfaction from the actions. The service so provided may not be cheap since the volunteer 
could be in the form of expertise or may entail a lot of sacrifice from the volunteer. A volunteer 
could also contribute to a cause by providing money, materials and other resources without being 
forced to do so. The improvements or change that comes from the volunteer’s efforts will be 
those of the community or other needy persons. 
 
The Rev. Njoya sees volunteers as ambassadors of peace, but they can be seen broadly as 
humanitarian ambassadors. 
 
Hence, five elements have been identified as comprising the conceptual description of 
volunteering by the respondents. These elements include rewards, the issue of free will, nature of 
benefit received from volunteer activity, organizational setting and level of commitment of 
volunteers. Some definitions have encompassed narrow while others have incorporated broader 
dimensions of volunteer work and activities.  
 
In examining the various defining elements of volunteering, it is evident that determining a 
comprehensive and accepted definition of the concept may not be entirely feasible from a 
research perspective. However, from the analysis of responses from survey respondents and key 
informants interviews, a comprehensive examination of issues relating to volunteering has 
indicated the lack of consensus in defining volunteering. In light of the foregoing scenario, 
selecting an appropriate definition of volunteering may be viewed as a relatively subjective 
exercise.  
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 “Volunteering is rendering of service by choice or free will for the benefit of the wider 
community by an individual, group, or institution without necessarily expecting monetary gain in 
full knowledge and appreciation of being a volunteer”. 
 
This definition has been chosen because it is broad enough to encompass the range of roles 
volunteers might undertake, whilst still embodying the basic tenets of the volunteer concept. 
 
3.4.5 Volunteer Motivation  
 
People volunteer for a variety of reasons. By understanding what motivates people to volunteer, 
managers of volunteer resources can better focus their recruitment strategies, design volunteer 
opportunities, structure training, and implement appropriate methods of recognition. The survey 
sought to understand the motivations for involvement in volunteers’ activities among the survey 
respondents. The study used an open-ended question to determine the various factors motivating 
them in engaging in volunteer work. The responses were coded to provide the quantitative data 
on the various factors motivating people to engage in volunteer services, as reported in Table 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 

Personally benefit from the exposure and 
experience  

16 6.5 

Total n= 248 100 

 

Table 2 shows that out of the 265 volunteers who participated in the study, 248 gave the reasons 
that motivated them into volunteering work. About 62 percent indicated that they were motivated 
by the service they would give to the community, about 16 percent felt that they were idle and 
hence volunteering gave them the opportunity to keep busy and offer as a form of employment.  

Further discussions and FGD with volunteers and key informants revealed some common themes 
in motivations for volunteering. One such common theme was general desire to help others less 
fortunate than themselves or to support a cause that is worthwhile. It was also revealed 
consistently that people acknowledge some personal benefits from being involved such as 
enjoying the work, having the opportunity to socialize and meet new people, feeling good about 
themselves and having something to do with their spare time. These findings support other 
researchers suggesting that motivations are, in fact, multifaceted. 
 
3.5 Volunteering Management Practices 
 
The existence of volunteer recruitment, selection, induction, training, supervision, performance 
measurement, and retention management practices is central to the effectiveness and 
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sustainability of any organization. The study conducted an assessment to determine the nature of 
the volunteer management systems and practices existing among the VOs surveyed. 
 
3.5.1 Recruitment 
 
Volunteer organizations employ many techniques to search for and cultivate volunteers. Most 
organizations use more than one method to attract potential help to meet their mission. The 
survey itemized twelve possible ways in which volunteers might be solicited. Respondents were 
asked to check all that applied. They were also provided an opportunity to list “Other” methods 
or sources they use. Figure 10 shows clearly that, among the options suggested, word of mouth 
was by far the most often cited by both organizations (58.3%) and volunteers (57%) as a means 
of attracting volunteers. This was further underscored by the interview results, which included 
suggestions that existing volunteers were asked to bring their friends to volunteer. This is equally 
corroborated by other secondary research reports showing that 52% of volunteers came to a 
volunteer position because they were asked to by a friend. This suggests that the best way to get 
volunteers is for organizations, their staff, or their volunteers to deliver the message that there are 
opportunities available personally. Another common way people became volunteers was by 
approaching the organization on their own. This means that organizations need to be prepared to 
respond to and welcome people who offer their services to them. 
 
Figure 10:  Methods of recruitment 
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3.5.2 Selection and interviewing 
 
Professional management of volunteer programmes stresses the importance of a formal selection 
process. However, further interviews and discussions with some of the volunteers regarding the 
nature of the selection and interviewing process revealed marked differences in terms of 
complexity and depth, depending on the nature of the volunteer assignment. For volunteers who 
are highly skilled, the selection and interviewing process appeared more rigorous and formalized. 
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In-depth interviews with VOs that participated in the survey indicated that some of them conduct 
some form of screening on incoming volunteers, but not all organizations that screen do so 
thoroughly. This basically depends of the nature of the work to be performed (especially children 
and financial related assignment). 
 
3.5.3 Job Induction/orientation 
 
Orientation provides volunteers with all the information they need about the organization to 
which they are giving their time. Nearly 90% of organizations and 70% of the volunteers 
indicated that there is a provision of job orientation as part of their preparation for the volunteer 
assignment. To those who were provided with the job orientation, much of this information was 
delivered in either individual or group orientation sessions for volunteers. In some few cases, 
there was a prepared orientation manual that includes all the basic information every volunteer 
needs. This included the following among others: organization’s vision and mission statement; 
description of the organization’s major programs; organization’s goals and future plans; how the 
organization relates to other service providers in the community; organizational chart that tells 
volunteers who staff are and what they are responsible for; the purpose of the volunteer program; 
how the volunteer program is organized; when training and performance reviews will take place; 
policies of the volunteer programs (i.e., relating to confidentiality, reimbursement of incidental 
expenses, etc.). Some of the methods used by the VOs in conducting the orientation/induction for 
the volunteer include: briefing, attachment to an experienced staff member, exposure to 
departmental work and activities. 
 
3.5.4 Training  
 
Normally many people volunteer to challenge themselves, to learn new things, and to practice 
new skills. They are eager for new experiences and knowledge. About two thirds (64.4%) of the 
respondents indicated that they are provided with training that cover a wide variety of fields like 
medical/health training, community development, advocacy, Christian values, entrepreneurship, 
training and development, and organization roles and functions. About 83% of the organizations 
indicated that they provide training to their volunteers. On the nature of training 72% of the 
organizations indicated that their training is made up of on-the-job training. 
 
3.5.4.1 Volunteers’ level of satisfaction with the training 
 
Asked about their views on the training, about 75% of the volunteers reported to be satisfied with 
the training provided to them, 11% reported to be dissatisfied, and 14% opted to remain neutral, 
as shown in Table 3. This in effect shows that majority volunteers were generally 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 the survey questions did indicate different forms 
of support to encourage volunteering. About 47% of the VOs and 40% of the volunteers reported 
on the provision of transport services as an incentive to facilitate the volunteering work. Other 
aspects of the incentives provided are as shown in Figure 11. The responses, both from the 
volunteers and the VOs show a wide range of incentives provided by organizations. These 
incentives also varied considerably, mostly due to the nature of the organization and services 
offered. Specifically, those established and reputable organizations 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 level of satisfaction with the incentives, about 46% of 
the respondents expressed satisfaction, 30% expressed dissatisfaction and 24% opted to remain 
neutral, as shown in Table 4. The incentive system needs careful consideration in formulation of 
volunteer policy so as not to discourage the spirit, especially 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 have a formal system for conducting supervision 
for volunteers, while 72% of the volunteers indicated that they have a clear mechanism in place 
for the supervision of their activities in the organizations. To those that conducted supervision, 
the nature included recording of volunteer attendance, conducting weekly, monthly, and annual 
reviews. In some cases, supervision was conducted through staff visits and assessments.  
 
3.5.6.1 Level of satisfaction with supervision 
 
When asked about their level of satisfaction with the supervision, about 73% of the volunteers 
were reported that they were satisfied, 9% were dissatisfied, while 18% opted to remain neutral, 
as shown in Table 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 and about 95% of the organizations surveyed and 
interviewed indicated that there is formal performance reviews, evaluations or appraisals of their 
volunteers services. Some of the tools indicated in assessing performance include monitoring and 
appraisal forms, reports, progress review meetings, performance appraisal, and referral book. 
Several others indicated that they are considering using some form of performance appraisal. 
However, the in-depth interviews with some of the respondents indicated that regular review of 
volunteers’ work is done “on-the-job”, usually in an informal way by the volunteer’s immediate 
supervisor. In other cases, the volunteers tend to be self directed by the targets developed for 
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their work, with peer pressure forming the best “review” of how volunteers are doing in their 
jobs. This was especially true in the positions that required the highest level of training and time 
commitment, such as that required emergency relief workers.  
 
3.5.8 Recognition and Retention of Volunteers 
 
Recognition of core and episodic volunteers differs among the VOs. The VOs were asked to state 
some of the methods they use for the recognition of the volunteers for the work they do. 
Recognition of core volunteers was reported to be more direct and personal and some of the most 
commonly used means of recognizing the volunteers include: issuance of certificates, 
opportunity to attend training, seminars, workshops, incentives (token gift), recommendation 
letters, pocket allowance, publicity through websites, newsletters, trophy awards, farewell party 
after completing their stay, and given first priority in case of vacancy. They are also provided 
with ongoing feedback and recognition. “I try to make them feel like they’re part of my family,” 
the organization manager says.  
 
Hence, recognizing and valuing volunteering is always a complex matter both ethically and 
economically. Whilst there are some attempts to calculate the cost of the role they carry out, 
some key informants and focus groups reported that it is not easy to put a value on the other 
benefits volunteering brings and the impact it makes.  
 
In terms of the strategies used to retain volunteers, the VOs reported to be using different 
approaches. However, incentives were most mentioned (22%) followed by training opportunities 
(16%), paying them allowances (11%), and encouraging them (9%). Other methods include 
extending their services, involving them in activities and formation of alumni clubs among 
others. 
 
3.5.9 Termination and Disciplinary Mechanisms 
 
About 50% of the volunteers and 64% of the organizations reported that there is a mechanism for 
disciplining and terminating the work of volunteers. This 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 gain an understanding of the satisfaction level of 
volunteers with the volunteer programs. The areas of satisfaction that were surveyed include job 
descriptions, orientation, training, supervision, incentives and support services, the work they do, 
and overall satisfaction. 
 

• 88.2 indicated that they were satisfied with the role they are playing as volunteers 
• 74.5% indicated that they were satisfied with the training provided 
• 72% indicated that they were satisfied with their job descriptions 
• 72.75 indicated that they were satisfied with their job orientation/inductions 
• 72.7 indicated that they were satisfied with the supervision provided to them 
• 45.7% indicated that they were satisfied with the nature of incentives given to them as 

volunteers 
• 67.5% indicated their overall satisfaction with the volunteer work in the country 
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These responses have the indication that most of the issues that volunteers are largely satisfied 
with are process, rather than outcome indicators. Overall, all the volunteer aspects surveyed, 
except issues to with incentives, received highly positive feedback from respondents. Less than 
one half of the respondents provided positive feedback regarding current volunteer incentives 
and recognition efforts with score of 45.5% of respondents reported that they are very satisfied or 
satisfied with the incentives and support services available to them as volunteers. Given that this 
area assesses the level of recognition and appreciation directed towards the volunteers and 
volunteer services, it reflects that extent to which volunteers perceived their level of recognition 
and appreciation.  
 
3.6.1 The overall level of satisfaction by the survey respondents with the volunteer work 
 
According to the study, 18% and 49% of the respondents were very satisfied and satisfied 
respectively, as shown in Figure 12. This means that overall, more than two thirds (67.5%) of 
respondents were satisfied with their overall volunteer programs. About 16% of the volunteers 
expressed dissatisfaction with the volunteer programs they are doing. However, the respondents 
have varied degree of satisfaction levels with the specific items of the volunteer programs like 
recruitment, induction, training, etc. 
 
Figure 12: Overall level of satisfaction with volunteer work 
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3.7 Budget and Funding of the VOs 
 
The study sought to establish the existence of the volunteer budget among the survey 
organizations and the sources of funding. About 53% of the organizations surveyed did not 
respond to the question regarding financial matters. For those that responded, (as shown in 
Figure 13) about 17% had an annual budget of less than Ksh. 100, 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 17% reported that their sources of funding 
were local and external respectively, while 54% indicated 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 Kofi Annan created Millennium Taskforces with 
a brief to develop practical and deliverable action plans to achieve the Millennium Goals. Kofi 
Annan insisted that business should be represented on the Millennium taskforces. He asserts:  
 
“In an age of interdependence, global citizenship - based on a sense of shared responsibility - is 
a crucial pillar of progress. At a time when more than 1 billion people are denied the very 
minimum requirements of human dignity, business cannot afford to be seen as the problem. 
Rather it must work with governments and all other actors in society to mobilize global science, 
technology and knowledge to tackle the interlocking crises of hunger, disease, environmental 
degradation and conflict that are holding back the developing world”.  
 
The Millennium Task forces are, therefore, multi-disciplinary, with strong representation from 
the public, private and not-for-profit sectors. They include NGOs, politicians from developing 
countries, independent specialists and representatives from UN agencies, all with knowledge and 
experience relevant to their respective development goals. This study was thus purposely 
designed to assess the role of private sector in the implementation of voluntary activities or 
corporate social responsibility in the country. It aimed at determining some of the practical ways 
in which the private sector corporations are contributing to the promotion and strengthening of 
the voluntary sector. 
 
The corporate sector in Kenya is becoming increasingly involved in supporting community 
initiatives aimed at improving livelihoods of the disadvantaged in society. Companies are 
striving to demonstrate good corporate citizenship, and in the process providing additional 
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resources to supplement similar efforts being undertaken by government and civil society 
organizations 
 
The involvement in Corporate Social Responsibility (CSR) by many Kenyan companies is 
determined by several factors. These include: giving back to society; profile raising and 
marketing and employee involvement. Areas commonly supported by these companies include: 
health, education, environment, relief, HIV and AIDS, children’s homes, water, sports, 
entrepreneurship and security (KCDF Research report, 2008). The choice of project is 
determined by the level of impact on target community, extent to which the needs match with the 
company’s area of business, and also availability of funds. 
 
However, in their effort to support community work, companies face several challenges, which 
include:  

·  Limited financial resources, but increasing public expectation;  
·  Balancing corporate objectives and CSR objectives; 
·  Justifying and defending CSR budgets to shareholders;  
·  Determining relevant projects, and prioritising the areas to support so as to make an 

impact;  
·  Balancing between marketing, public relations and CSR 
·  Lack of capacity to identify credible community partners 
·  Poor ownership of projects by communities 
·  Inability to monitor and evaluate appropriately 
·  Poor continuity after funding 

 
Several Kenyan companies have established foundations, which act as the corporate social 
responsibility arm of the organization. These companies include: Safaricom Limited, Kenya 
Commercial Bank, East African Breweries, Coca-Cola East Africa, Cooperative Bank, General 
Motors, among others. 
 
Case of General Motors: General Motors East Africa (GMEA) officially launched their 
employee volunteer programme, General Motors Volunteer Plus International (GMVPI) in 2004. 
The objectives of this programme are: 
 

·  To expand GMEA philanthropic and community activities through funding from GM 
Foundation 

 
- Recognize employees involved in philanthropic activities who volunteer 50 hours or more with 
non-profit organizations, through GM Foundation grant of $250 to charitable organizations on 
behalf of employees. 
- Identify critical corporate needs to be addressed by employee involvement 

·  To provide measurable impact of GMEA Human resources voluntary contribution to the 
community 

 
GMEA employee volunteer programme is administered by VSO Jitolee, an international 
development organization that works through volunteers. GMEA employees volunteer in the 
following thematic areas: environment, education, HIV and AIDS, health and disability. In 2007, 
the employees volunteered in teams and also as individuals. Team activities were identified as an 
effective means to raise motivational and volunteer retention levels of the employees. The 



 38 

programme saw a marked increase in turnout to events and sign up to individual placements. The 
programme has a recognition system where the volunteers are recognized at the award event. 
 
Several lessons can be learnt from this programme.  
 

1. The importance of partnering with other volunteer organizations to help identify a variety 
of partner organizations where the volunteers can be placed. 

2. It is important to develop a structure of documenting, monitoring and evaluating 
activities and projects so as to capture impact and progress of the volunteer at the 
placement 

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

 
3.9 Role of the VO in managing post-election violence 
 
About 82% of the organizations reported to have been involved in handling the post election 
conflict. The various roles played by the volunteers and VOs include provision of psychosocial 
support, peace building and conflict resolution mechanisms, distribution of drugs and medical 
supplies, mobilization and distribution of food, First aid, coordination and provision of transport 
services, conducting research and preparing reports on the Internal Displaced Persons (IDP) 
conditions in the camps, provision of shelter, and provision of mobile VCT services. 
 
3.10 Collaboration with other organizations  
 
Most of the VOs surveyed (91.7%) reported some form of collaboration with other 
organizations. The nature of collaboration includes: community partnership, networking, 
advocacy, funding, support, and invitation to participate in events, among others. Others include   
development of capacities and recommendation letters as well as sharing monthly reports. 
Collaboration was mainly with government ministries such as: Ministry of Gender, Children and 
Social Development, Ministry of Youth Affairs and Sports, Ministry of Health, specific NGOs 
e.g. the Red Cross and UN agencies among others.     These responses show that there have been 
various forms of collaboration between the VOs and the government. 
 

3.11 VOs achievements with volunteer work 
 
Asked about achievements made by the VOs in relation to volunteer work, responses of the VO 
informants indicate training and timely delivery of projects, manpower development, and the 
ability of the programs to access the inaccessible and the vulnerable groups in the community. 
Other responses recorded indicated the following: able to advocate for social justice, realization 
of the organizational goals and objectives, fund raising for the organization, rehabilitation, good 
reputation, dialogue, involvement in tasks, develop leaders, fund monitoring, partnerships, saves 
lives, save on money, and streamline operations. 
 
3.12 Challenges experienced by VOs with respect to volunteers’ work 
 
Voluntary organizations reported that they are experiencing problems fulfilling their missions, 
and a substantial percentage report that these problems are serious. The biggest problems 
concern their ability to plan for the future, to recruit volunteers and board members, and to obtain 
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funding from others (i.e., foundations, corporations, and individual donors). Those that rely on 
external funding from individuals, corporations and foundations reported that they are facing 
serious problems. Much of this revolves around their relationship with funders and the difficulty 
many are facing adjusting to significant changes in the role of governments, expectation, 
governance, community participation, and perceived focus and value adding of the programmes. 
Generally, many organizations are continuing to struggle to adapt to changes that include: 
 

• reductions in funding; 
• the need to compete for funding (particularly in the area of health and social services) 

with other nonprofit and voluntary organizations and, in some instances, with the 
government and private business; 

• a move towards project funding instead of general support for an organization’s activities  
•  the restriction of funding to direct program costs, with little provision for infrastructure 

or the administrative overhead associated with program delivery; 
• a shortening in the length of time for which funding is provided; 
• frequently changing funding priorities; 
• mandated collaborations with other organizations; and 
• increasing requirements for financial accountability. 
• policy and legal framework in the management of voluntary services and efforts. In the 

absence of formal and clear policies and laws, it becomes difficult to organize and bring 
order in the sector 

 
These changes have far-reaching implications. The unstable and short-term nature of funding 
undermines the capacity of organizations to engage in strategic planning. It also creates constant 
staff turnover, which undermines the ability of organizations to develop the pool of human and 
intellectual capital they require. The administrative burden associated with acquiring funding, 
reporting on funding, and collaborating with others has increased. At the same time, fewer 
resources are available to support these activities or others that are equally important, such as the 
management and development of the organization’s paid staff and volunteers. Taken altogether, 
these changes have put voluntary organizations and the people who work with volunteers under 
considerable strain. 
 
3.13 Qualities of Successful Volunteers 
 
The respondents were asked to state their views on some of the most important qualities required 
for successful volunteering. The following factors were reported in the survey.  
 

• Be reliable 
• Be honest 
• Respect confidentiality 
• Attend training and support sessions where agreed 
• Act with due care for their own safety and that of others 
• Adhere to organization’s policies and procedures 
• Carry out tasks in accordance with the aims and values of 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 volunteer opportunities and the benefits these 
assignments might offer to volunteers. Benefits derived 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 8.5 

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 volunteers do benefit as a result of interacting with 
different people, about 23 percent gain experience and skills. Others (8.5%) volunteering 
provided the opportunity work with groups such as children and youth matters, women’s health, 
political issues, criminal justice, the environment, and so on. It also indicated that volunteers 
gained organizational skills, such as how to organize resources, manage the work of others, be a 
leader, plan, fundraising skills, and run an organization. To others (13.5%), volunteering 
provided them with the opportunity to earn a living (livelihood), while others (13.9%) felt that 
they earn respect and recognition from the community.  
 
3.14.2 Perceived Benefits derived by VOs and communities 
 
Due to the interactions beneficiaries have had with volunteers in various projects, especially 
those where they interact directly, there is an appreciation of the important work carried out by 
volunteers. Table 7 shows the benefits derived by VOs. About 25 percent of the VOs reported 
that having volunteers was a cost effective way of running their projects, while 15 percent felt 
that volunteers supplement the efforts of paid staff. 13 percent appreciated the fact that 
volunteers bring in new ideas and experiences, while others said that volunteers were important 
as they engaged in capacity building efforts of the organization. Other benefits noted were: 
representing the organization, program development, offering 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 positive things to say about the volunteers and how they 
had helped improve their lifestyles. From the FGDs, it was also reported that Volunteers have 
assisted community members identify their potential, acquire skills and knowledge through 
training; understand how to take care of oneself and family; lead a healthy life by avoiding drugs 
and moving away from street life, realized the importance of education for the children; learnt 
how to have balanced diet from scarce resources; improved businesses through skills training in 
management and record keeping; become self reliant through sale of artistic skills as we 
entertain; change of behaviour as we interact with others; opened our minds to many possible 
sources of income. Overall, the volunteers have been a good linkage between the community and 
the organizations that recruit them. 
 
Beneficiaries were asked whether their communities still require volunteers. Overall, there was a 
unanimous response by most respondents that the services provided by volunteers were still very 
much needed. The reasons for this were because volunteers are able to expose them to new ideas 
and experiences. Others noted the importance of volunteers as a saving to the Government which 
would otherwise have to provide support given by the volunteers. 
 
3.15 Strengths and Weaknesses of Volunteer programs 
 
3.15.1 Strengths  
 
During in-depth interviews, organizations were asked to identify the single most important 
reason they had a successful volunteer program. The responses varied, but most frequently cited 
was that they gave their volunteers a chance to be a part of important work in supporting the 
mission of the organization. The other key reason many felt that their programs were successful 
was that their institutions had a commitment to volunteers at its core – that they could not, in 
fact, carry out their mission without the help of volunteers. In some cases, the program of the 
organization had been built around volunteers, which was felt to make a big difference in the 
organization’s ability to value and support those volunteers.  
 
In some instances, respondents said that the support and commitment of the administration and 
leadership was essential to their success. The other area that came up frequently was that it was 
important to have dedicated, professional staff assigned to the volunteer program.  
 
Some others said that they provided a lot of valued support or flexibility to volunteers, or that 
volunteers were made to feel that any time they could give was important to the organization, 
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which made them want to come. Others said that their ability to match volunteer abilities with 
program needs made for a successful experience, while some indicated that they had found ways 
to encourage friendships among volunteers and staff, which again made people want to come and 
volunteer. Respecting and valuing volunteers were themes that came up time after time, along 
with the expressed understanding that providing meaningful work was important.  
 
3.15.2 Weaknesses  
 
The two main areas in which a majority of respondents felt they needed to do a better job were in 
recruiting volunteers, and in maintaining frequent contact with them once they begin work with 
the organization. Within the broad subject of recruitment, volunteer organizations felt that they 
particularly needed to do a better job connecting with host volunteer agencies that could 
encourage or facilitate volunteerism on the part of their employees. Others thought that they 
could do a better job connecting with the youth and retirees, and several indicated that they 
needed to improve at reaching a more diverse base of volunteers.  
 
Once a volunteer is on board, interviewees felt that their inability to spend larger amounts of 
time with each one weakens the tie between the organization and the volunteer. (Again, they feel 
that, beyond dedication to the mission of the organization, personal relationships are what really 
make someone willing to keep coming back.) Those interviewed frequently talked about the need 
to better match volunteers with tasks, and to track volunteer interests in a more comprehensive 
and consistent way. (Interestingly, some volunteer organizations do not use technology to 
manage information on their volunteers, despite the fact that some database programs existed in 
their organizations. Many simply had the information on sheets, or in their heads.) They also 
stated a need to communicate better once volunteers are on the job, and to do regular follow-up 
to ensure that volunteers remain interested and challenged.  
 
The other area where many respondents felt they should be doing a better job was in recognizing 
the contributions of volunteers. Going along with the sense that they were getting too busy to 
spend much time with the volunteers, these interviewees felt that volunteers would feel better 
supported and valued if they were recognized and thanked more frequently. Among the areas 
where interviewees felt staff in general supported volunteers well were:  
 

·  Thanking them while they are doing their various jobs  
·  Treating them as a true part of the team  
·  Creating a good social environment where volunteers want to come, and  
·  Serving as resources for volunteers.  

 
Some organizations are looking carefully at trends affecting volunteer availability and 
involvement, and are adjusting their approaches accordingly. For instance, many programs have 
become more flexible in creating jobs for volunteers, reducing a volunteer assignment down to 
discrete tasks requiring less time, allowing people to work on weekends or in the evenings. 
Others have reviewed volunteer jobs to make sure they are meaningful, in order to draw 
volunteers who have a strong need to do fulfilling work.  
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3.15.3 Impact of Voluntary Sector  
 
The study used FGD and key informant’s interviews to determine the impact of voluntary 
services in the socio-economic and political development of Kenya. The following are the results 
of the responses fro the respondents: 
 

�  Strengthening the economy: Voluntary organizations are key players in the economy in 
their own right as employers and service providers. The sector plays a key role of 
creating the conditions where the economy can flourish by investing in people through 
training, boosting skills and confidence, and improving the employability of people on 
the margins of the labour market by providing evidence of reliability, punctuality and 
dedication to work through volunteering. Through their business activities social 
economy organizations are key partners in the regeneration of deprived communities - at 
its best, the sector also act as exemplars of socially responsible business practice to the 
business community, promoting corporate responsibility by linking business decision 
making with ethical values, respect for communities and the environment. 

 
�  Building strong, safe communities: Economic growth alone is not enough to guarantee 

happiness, but is dependent on a host of other factors, including the quality of social 
networks. The sector plays a key role in building community cohesion – creating links 
and social networks in communities, giving people the opportunity to come together for 
example through sports, voluntary arts and youth clubs -nurturing public spirit, 
institutional co-operation and community identification. 

 
�  A confident, democratic Kenya: With a strong ethos of volunteer management, 

voluntary organizations have embodied ideals of civic participation and active 
citizenship. The sector promotes the involvement of people in the lives of communities 
and wider society through its projects and through volunteering. Volunteering itself has 
been about people who step forward to help others whose lives are very different from 
their own, without judgment or prejudice, to work with people affected by drug or 
alcohol misuse, people with mental health problems or those affected by war and conflict. 
Volunteering has thus been a way of creating a climate of optimism, hope and a confident 
Kenya. 

 
�  Delivering excellent public services: Our public service reform agenda and the Vision 

2030 aim to ensure that services are high quality and designed and delivered around the 
needs of individuals and communities. The voluntary sector has and is playing two roles 
in this agenda. Where organizations have the particular skills and expertise they have 
provided services directly. They have also contributed to planning and designing of 
service delivery through powerful advocacy to ensure that services meet the needs of 
specific groups or individuals. 

 
�  Sustainable Development: It is the aspiration of every voluntary organization to 

improve wellbeing and quality of life on a lasting basis. Many voluntary organizations 
are adept at developing integrated and innovative links between social, economic and 
environmental problems and have offered a rich source of feedback on whether 
sustainable development is being achieved in practice, offered a vehicle for community 
action around sustainability issues, acted as a catalyst for adoption of sustainable 
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lifestyles and have demonstrated through example how sustainable development can be 
an integral aspect of public service delivery. 

 
3.16 Leadership Support and Involvement  
 
The role of the organizations and leadership in creating a supportive environment for a volunteer 
program is considered to be essential by most of those interviewed, as well as for many survey 
respondents and key informants. However, the actual level of involvement of the top 
management in the programs varied tremendously. In some cases, it was clear that the top 
management was not at all involved with any volunteers, of course with the possible exception of 
an occasional appearance at special occasions or events. For many of the professional managers 
in those institutions, it was felt that a more visible presence and level of support from the 
leadership would result in a stronger volunteer program.  
 
In other instances, the top management strongly encouraged volunteer involvement, to the point 
of interacting with volunteers each day, sending personal notes and ensuring that all staff 
members had something in their job descriptions about supporting and encouraging volunteers. 
In the programs where the top management was solidly behind the involvement of volunteers, 
respondents felt that this involvement was of tremendous benefit to their ability to recruit and 
retain good volunteers, and some felt it was the single most important factor in their success.  
 
It should be noted that the size of the institutions interviewed did, with a couple of exceptions, 
have some correlation to whether or not the top leadership was directly involved with volunteers 
on a regular basis. In the institutions that had a large number of staff or many different locations, 
the ability of the top management to interact with many volunteers was limited. However, it was 
clear that there is more opportunity for top management of larger institutions to communicate 
their support, even if they don’t see people on a daily basis. In most instances, those 
organizations that viewed volunteers as unpaid but equal to staff had leaders that found ways in 
which to be supportive. Those that viewed volunteers as peripheral to “the real work” tended to 
have managers who did not view supporting volunteers as being worth their time on an on-going 
basis.  
 
3.17 Challenges in Volunteer Work and Services 
 
There are a number of factors that affect volunteer involvement today, some which could be 
considered challenges, and some which present opportunities. The challenges most frequently 
mentioned by those interviewed were as follows:  
 

·  The increasingly limited time perceived to be available for volunteering, due to dual-
career couples, increasing activities for children (requiring parental involvement), more 
single parents, the economic hardships, (which means more people are working multiple 
jobs), and a general feeling on the part of potential volunteers that they do not have time 
to do anything more than they are currently doing.  

·  Some retirees are working longer, and when they finally do retire, want more challenging 
work. They also want to be treated as staff equals. Both factors necessitate more training 
and more staff time to supervise and support.  

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

·  Organizations must be more flexible in meeting the needs of potential volunteers.  
 Corporate downsizing has resulted in a reduction in the number of paid employees 

available. Even those that still maintain a commitment to employee volunteerism have, 
many times, scaled back the number of hours in which they are willing to make their 
employees available.  

  
3.18 Policy and Legal Frameworks for Voluntary Sector 
 
Creating a more socially just Kenya, where no-one is condemned to live in poverty, has been an 
important element of much of the activity of Kenya’s development policies and programmes 
over the last four decades. However, Kenya has not had a comprehensive and formal policy and 
legal frameworks that directly recognizes the role and contribution of the voluntary sector in 
national development. However, earlier Government Development Plans and Sessional Papers 
have shown some concern with respect to human resource development, but have not indicated 
the direct linkages between volunteerism and development in Kenya, especially with respect to 
the overarching themes of community involvement, social inclusion, and sustainable 
development. 
 
However, policy documents such as the National Poverty Eradication Plan (NPEP, 1999), 
Poverty Reduction Strategy Paper (PRSP, 2001) and the Economic Recovery Strategy Paper 
(ERS 2003-2007) emphasize employment creation, faster growth of the economy of 5 -7% zero 
– tolerance to corruption and overall poverty reduction. More recently, the vision 2030 that was 
launched in 2006 in the form of an economic program, geared at transforming Kenya into an 
economic power house equally emphasizes: Higher economic growth rate of more than 10% 
over the next 25 years, a just and cohesive society with equitable development, a clean and 
secure environment and democratic political systems that nurture issue –based politics and 
protect the rule of law. It also emphasizes improvement of the agricultural sector –especially 
coffee, livestock and related industries, tourism enhanced scientific and technological capacity 
and wiping out of slums and replacing them with well planned, low cost houses in all major 
towns. There is need for the recognition of the role and contribution of the voluntary sector in the 
implementation of the development plans in Kenya, especially the Vision 2030. 
 
However, the blueprint has been faulted by the CSOs as not giving adequate emphasis to 
manpower and related institutional development. It addresses human resource with emphasis on 
employment, but does not emphasize the importance of volunteering despite presence of major 
international and local volunteer programmes in the country and the significant role they have 
played and continue to play  in addressing equity, meeting human resource targets and needs, 
social inclusion, human resource development and sustainable development. Therefore, the 
effective realization of the vision’s benchmarks necessitates partnership among the public, 
private and voluntary sectors. 
     
One key informant stated that: “Economic growth alone cannot resolve problems of inequity ... 
many more people can still remain impoverished despite quantitative growth in the economy. 
What matters to the ordinary people is how the growth can trickle down in real terms. Voluntary 
sector can thus play a critical role in achieving the Vision through bottom-up community based 
projects that have got a direct bearing and impact to the local people.” Therefore, in order to 
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move the sector forward, the need for a policy and legal framework cannot be underrated in the 
country’s development context. 
     
3.18.1 Trends towards policy and legal frameworks on volunteerism in Kenya  
 
A number of policy and legal frameworks and practices point to the potential for development of 
volunteerism policy in Kenya. The trends are outlined below. 
 

a. Government Efforts 
 

Kenya’s Harambee self-help movement which was recognized and supported by the 
government and which enabled communities to build many facilities on self-help basis 
marks the beginnings of government acknowledgement of the voluntary spirit in the 
country. The support was evident in Republic of Kenya, Sessional Paper No.10 of 1965 
and in the 1964-69 Development Plan and minimally in subsequent plans. 

  
Another development came with the enactment in 1990 of the Non-Governmental 
Organizations (NGO) Act that provided for the establishment, functions and powers of 
the NGO Board, registration, and licensing of NGOs, their self-regulation and their 
financing. This is a significant step towards the development of the voluntary sector 
because most the VOs are registered and operate under the framework of NGO 
Coordinating Act  

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

   
Currently, the government has entrusted the Ministry of Gender and Children Affairs 
with the mandate of coordinating volunteer activities in the country. The specific 
activities include the linking of communities with the VOs that recruit and place 
international volunteers as per the request and needs of the CSOs. The Ministry is aware 
of the gradually increasing role that is being played by volunteers in the country and is 
keen to facilitate development of policy that can strengthen the spirit of volunteerism in 
the country. 

 
b. The Youth policy and legal frameworks and programmes  

 
The Ministry of State for Youth Affairs and Sports has developed a National Youth 
Policy Paper that has identified volunteerism as a core aspect of development, especially 
in the areas of community services. The policy document encourages the youth to 
volunteer by calling for mass clean ups and tree planting as well as visiting children 
homes and hospitals. The Ministry has established youth offices at district and divisional 
levels countrywide who mobilize the youth to participate in volunteer activities. The 
participants are later given certificates of participation as part of the recognition of their 
role and contribution in volunteer work. 

 
The ministry also supports organizations that deal in volunteerism by giving grants e.g. 
Kenya Scouts Movement who have been greatly involved in volunteer work. The 
ministry also recognizes existing volunteer bodies by requesting for their services when 
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they have functions e.g. St. Johns Ambulance. The national youth services which has 
been involved in nation building activities is based on the spirit of volunteerism 

 
However, while there are positive developments being taken by the government in the 
promotion and development of the voluntary sector, the policies and practices 
implemented by the Ministry of Labour and Human Resource Development are working 
against this spirit. While the concept of volunteerism conceptualizes work without any 
direct financial gain, the current labour practices do not contemplate any work without 
pay. This practice has made a number of volunteer organizations to have second thoughts 
in the recruitment and engagement of volunteers in their programmes. This therefore 
constitutes a legal and legislative gap that needs to be harmonized for sustainable 
development of the voluntary sector in Kenya. Other legal issues that need to be 
addressed include the legal recognition of the definition of voluntary sector and 
appreciation on the role it plays in the country’s socio-economic development. 

 
3.19 Lessons Learned in the involvement in Volunteer Work 
 
Based on the experiences gained in the voluntary work, the respondents indicated the following 
as some critical lessons that they have learned in the course of their work. 
 

·  Volunteerism can reduce dependency and promote empowerment 
 

With globalization come new risks as well as opportunities. It can lead to the 
marginalization of traditional cultural and social norms and, in the vacuum created, many 
people feel a loss of control or influence over their lives. This powerlessness can be 
compounded by development interventions that fail to take account of local knowledge 
and norms. When outsiders alone seem to possess the wisdom to navigate a route through 
the new reality, dependency on knowledge which comes from outside the community is 
created. Empowerment begins with a rediscovery that the seeds of a solution lie within. 
This creates confidence which, in turn, leads to recognition that self-help is not only 
possible but essential. Voluntary action by individuals and groups is therefore an integral 
part of this learning and awareness process. 

 
·  Volunteers are valuable knowledge brokers, linking know-how with community 

needs 
 

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

·  Thinking about volunteers in terms of their cost reduces their value 
 

Utilizing community self-help groups and unsalaried individuals, or integrating personnel 
from volunteer service agencies is often seen as an effective way to achieve development 
results at low cost. However, planning volunteer inputs whilst thinking predominately in 
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terms of the money involved diminishes the true value of volunteer endeavour. It can 
undermine strategic thinking and expected results. The role of volunteerism in 
development should be viewed as a worthy approach that can bring high returns in many 
different contexts. The collective action of volunteers, though often composed of many 
small scale acts, can cumulatively lead to enormous change. 
 

·  Recognition – the volunteers play an important role in community development and 
there is need for coordinated approach for valuing and recognizing them, considering the 
roles, responsibilities, constraints and the value of respective contributions. 

 
·  Representation and Access – to information sharing and consultation is required for the 

development of strong voluntary sector. 
 

·  Partnership – sharing of information, mechanisms for joint working, involvement in 
policy making, planning and service delivery, openness and spirit of co-operation is 
necessary and this thus would require an institutional framework for the coordination of 
voluntary work in Kenya. This body will do among other things: Influence the 
development of national voluntary development policy, promotion of voluntary services, 
undertake quality control of the voluntary activities and programs, evaluation of 
volunteer impact, development of codes of practice, etc 

 
·  Resources– finance, expertise, access to facilities and other support 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 Accountability: A number of the organizations in the voluntary 

sector are too secretive overprotective and lacks proper framework for showing structures 
and practices that would enhance good governance.  
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SECTION FOUR: CONCLUSIONS AND RECOMMENDATIONS 
 
4.1 Conclusions 
 

·  Voluntary action has a long and rich tradition in Kenya. It entails individual and 
collective initiatives for common public good. In Kenya, the roots of voluntary action 
have been primarily spiritual. Christianity, Islam, Hinduism, Buddhism, and Sikhism and 
their various sects have all been an important source of spiritual inspiration for voluntary 
action in Kenya. 

·  There is no generally accepted stable definition of the concept of volunteerism or 
volunteer work. Some studies used a very broad definition of the voluntary sector, 
including “all not for profit organizations, providing services or undertaking activities 
that offer some form of social, economic or welfare benefit to the communities they 
serve”.    

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

·  Volunteering is viewed as a form of social capital, with particular reference to: the role of 
volunteering in promoting social inclusion, assisting marginalized social groups, its 
relationship to other forms of civic participation and unpaid work, creating a civil society,  
social action, in community building and community renewal 

·  All volunteers and voluntary organizations are essentially driven by a social, cultural or 
environmental purpose rather than a pursuit of profit or personal gain per se and often 
involves volunteers in their work and most of them benefit from donations from external 
donors. 

·  In terms of general perceptions of volunteering, there was agreement that the types of 
services provided by volunteering organizations were very valuable for socio-economic 
development of the country. 

·  The voluntary sector is made up of a rich diversity of organizations with different legal 
forms, structures, and operational practices. The sector includes unincorporated 
community and voluntary groups, registered charities, etc. However, the sector has some 
shared features which set it apart from the private and public sectors.  

·  Most volunteers are single and relatively youthful falling within the age bracket 18-34 
·  More women than men provide voluntary services 
·  Nearly 50% of the VOs have been in operation for close to 8 years 
·  About 41% of organizations are registered as NGO and  30% as CBOs 
·  Over 90% of the volunteers have secondary education, certificate holders, or university 

degree 
·  About 76% of the VOs reported to have developed strategic plans and 92% have work 

plans 
·  Most of volunteers work are mostly focused in community development including health, 

education, and social work 
·  82% of volunteers provide services targeting children and youth and 55% provide 

services targeting women 
·  54% of VOs have volunteer management policy, although further assessment revealed 

the existence of a human resource policy rather than volunteer management policy. 
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·  People volunteer for a variety of reasons, including personal achievement, socialization 
and altruism factors 

·  There are varied levels in the application of current management practices in the 
management of volunteer programmes. However, large and well established VOs have 
formal systems in terms of planning, recruitment, selection and interviewing, induction, 
training, supervision, performance management, disciplinary procedures, incentives, and 
recognition. 

·  Of all the methods used in recruiting volunteers, word of mouth was the most used means 
of getting volunteers. 

·  About 26% and 16% of the organizations reported to be using only local and external 
sources of funding respectively. About one half of the VOs source for both local and 
external funding. 

·  Organizations use different methods of recognizing and valuing their volunteers. Some of 
the methods used include provision of certificates, training, token gift, recommendation 
letters, pocket allowance, publicity through websites, newsletters, trophy awards, farewell 
party after completing their stay, and given first priority in case of vacancy. 

·  About 82% of the organizations reported to have been involved in handling the post 
election conflict. The various roles played by the volunteers and VOs include provision 
of psychosocial support, peace building and conflict resolution mechanisms, distribution 
of drugs and medical supplies, mobilization and distribution of food, First aid, 
coordination and provision of transport services, conducting research and preparing 
reports on the IDP conditions in the camps, provision of shelter, and provision of mobile 
VCT services. 

·  VOs are continuing to struggle to adapt to changes that have included funding, good, 
governance, development and maintenance of management systems and structures. 

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

·  The survey found that more than two thirds (67.5%) of respondents expressed overall 
satisfaction with their volunteer programs. Current orientation and recognition efforts 
received highly positive feedback from survey respondents.  

·  Corporate social responsibility is emerging as a form of expanding the scope and sphere 
of philanthropy in Kenya 

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

·  It has generally been recognized by the volunteers, VOs, and key informants that 
voluntary sector has an important role in the development of the Kenyan society and 
especially in meeting the development goals as envisaged in the Vision 2030. 
 

4.2 Recommendations and Way forward 
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4.2.1 Strengthening the sector’s role in advocacy and contributing to policy making 
 
The sector plays an important role in contributing to policy development, where its unique 
position in society often gives it special insight into the needs of local communities and 
individuals. It also has a role as an advocate to enable communities and individuals who find it 
difficult to articulate their needs and views, to communicate with decision-makers. The voluntary 
sector is uniquely positioned and motivated to articulate alternative visions and solutions to some 
of Kenya’s biggest challenges from climate change to health improvement. It should initiate 
campaigns for public provision for unmet, social needs or for better or alternative provision 
where public services already exist. Again, the sector should contribute its knowledge and 
experience to policy formulation, through dialogue with government at different levels. Through 
its frontline activities, the voluntary sector gains valuable insights into how policies and 
programmes are actually working. 
 
The advocacy should also target the public service reform so as to encompass the contribution of 
volunteers, especially those with technical skills, such as medics, teachers, legal and para-legal 
professionals who occasionally provide services when they are free (vacationing) 
 
4.2.2 Legal Framework  
 
The legal and legislative environment in the country should take cognizance of the volunteer 
sector in order to promote the sector’s role in socio-economic development of the country. This 
should be addressed essentially in the area related to legal identity. While the VOs are registered 
under the NGO Coordinating Act of 1990, there is need for the harmonization with the Labour 
Laws in the country so as to facilitate operational efficiency. The current labour regime does not 
provide the conducive environment for the integration of voluntary services in the labour 
management practices in Kenya. This would thus require the players in the voluntary sector to 
lobby for the changes in the conceptualization and operationalization 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 in Kenya. The Voluntary Sector organizations need 
to play a role in developing the positive working relationship with the government. It is clear that 
a policy is required and a working group should be formed to undertake this. The fundamental 
issues that need to be addressed in the policy include: 
 
Recognition – This covers the roles, responsibilities, constraints and the value of respective 
contributions. There is need for official acknowledgment and appreciation on the value and the 
contribution of the Voluntary Sector to the social economic, environmental and cultural life in 
Kenya. There is also need for the government to acknowledge the independence of the Voluntary 
Sector and the right of voluntary organizations, even when supported by the government, to 
challenge the policies and practices of the government in the interest of VOs and service users. 
The policy is also required to recognize volunteering as an important opportunity for people to 
contribute actively to their communities and support and encourage volunteering initiatives. 
 
Representation and Access – The policy needs to provide a framework for information 
management, consultation and decision making among the VOs. The Voluntary Sector needs to 
clearly state its objectives and priorities, provide clear and easily accessible information about 
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channels of communication with the government, and within the sector and issues relating to 
structures and systems for conducting consultations. 
 
Partnership – The policy framework should also cover areas of information sharing, 
mechanisms for joint working, involvement in policy making, planning and service delivery, 
openness and spirit of co-operation. This should put a clear mechanism of having joint 
collaboration programming. 
 
Resources– This policy area is required to cover aspects of finance, expertise, access to facilities 
and other support in kind. The Voluntary Sector policy should:- 
 

·  Promote the importance of good volunteer management practices to VOs. 
·  Promote, develop and maintain agreed monitoring, evaluation systems for VOs 
·  Promote sustainable funding mechanisms to ensure self-reliant and project sustainability 

 
4.2.4 Strengthening the Capacity Building of VOs 
 
In addition to the challenges identified with respect to addressing the external issues, there are 
also challenges that the sector faces internally that inhibit its capacity to play out its full part in 
the socio-economic development in the country. Key challenges are in the areas of: 
 

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

 
More effective governance and leadership 
 

�  Strengthening the skills of the sector’s leadership (trustees) and top management team for 
effective stewardship of voluntary organizations 

�  Improving standards of accountability and transparency within the voluntary sector and 
dealing with changes in regulation 

 
This requires capacity building programs that would provide a renewed focus by the sector’s 
intermediaries to build strong partnerships with local and central government and to ensure 
appropriate support, information and training to voluntary organizations and their trustees. 
 
Ensuring efficiency but not at the cost of diversity 
 
·  Building on and valuing the sector’s diversity to ensure innovation, participation and a level 

playing field 
·  Co-operation, pooling resources, de-duplicating where necessary 
·  More strategic use of new funding opportunities, tackling risk aversion 
 
The sector’s intermediaries and higher profile organizations like UNV, VSO Jitolee, and Red 
Cross have a key role to play in facilitating this discussion within the sector, as well as 
developing the ways in which it presents itself to the general public and other sectors. The 
sectors intermediaries have an important role in creating a climate within the sector which 
recognizes that all have a strategic role to play – government and the voluntary sector. 
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Learning from other approaches 
 

�  Building more links and sharing learning from other countries 
�  Building more links with the private and public sectors and other parts of civil society to 

build effective partnerships that cut across traditional silos 
�  Coordinating the development of the sector’s policy proposal and position papers for 

presentation and discussion with the government. 
�  The is also need for the development of the sector’s strategic plan by taking a longer term 

view of how the sector’s role needs to develop in a changing Kenya 
 
The sector needs to take a lead in building longer-lasting strategic links both across sectors in 
Kenya as well as with others outside Kenya in order to make sure its activities stay relevant and 
focused, and to build-in its own contribution to the policymaking challenge. 
The sector’s awareness of the challenges it faces is still short-term and focused on immediate 
survival such as securing funding, securing staff or volunteers and compliance with government 
regulations. Efficiency, managing growth, linking with others and ensuring quality are still 
secondary concerns. 
Meeting longer-term challenges as outlined above will therefore require more security for the 
sector through better and more efficient funding and a greater sharing of ideas and insights 
across the sector and more focused pragmatic engagement by the sector too on furthering 
voluntary/public sector engagement particularly at the local level. High profile government 
initiatives on their own will not be adequate to resolve these issues. The full participation of the 
sector is also needed. 
 
4.2.5 Voluntary Sector Development Strategy 
 

·  Establishment of a national and regional coordinating frameworks, the formation of 
national umbrella and regional branches so as to enhance collaboration, networking and 
advocacy. This will make it possible for the provision of accurate and precise estimates of 
the scale and size of the voluntary sector in Kenya. 

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

·  Preparation and updating of the VOs and volunteers databases 
·  Awareness and promotion of volunteering among the Kenyans 
·  To sensitize the government officials and other stakeholders on the contributions of the 

voluntary sector in national development interactive and also as experience sharing forums 
·  Strengthen participation of youth and retirees in the volunteer services 
·  Strategic and Action Plans are necessary to institutionalize the role of the voluntary sector. 
·  Improved framework for recognition of volunteers 
·  Promotion of the philanthropy among the corporate sector 
·  Development of the Code of Practice among the VOs 
·  Development of resource mobilization strategy 
·  Development and promotion of ‘best practices’ in volunteering to include: 
 

o Participatory planning and organizing 
o Internal volunteer management policies and procedures 
o Volunteer recruitment 
o Volunteer screening, interviewing, and placement 
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o Orientation and training 
o Supervision  
o Performance and evaluation 
o Retention and recognition 
o Program evaluation 

 
4.3 Further studies 
 
To develop the body of research-based knowledge, there is need to know more about what leads 
individuals to volunteer at different points in time and in different ways – both the personal 
motivations and the situational factors. It would be helpful for further inquiries into people’s 
volunteering. 
 
Other areas that require further research include: 
 
·  The development of a voluntary sector policy and its integration in socio-economic planning 

mechanisms is for the players in the voluntary sector to present empirical evidence with 
respect to the contribution of the voluntary sector in the socio-economic development in 
Kenya. This would thus require an action-oriented research to establish the sector’s 
contribution in the areas of poverty alleviation, production of goods and services, capacity 
building, employment creation, enterprise development, community regeneration, social 
inclusion, development of social economy, etc 

·  Research project to document best practices of VOs in different sectors. 
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Appendix A: Questionnaire for Volunteer Organization 
 
1.  NAME OF THE ORGANIZATION   

2.  TITLE OF RESPONDENT  

3.  Contact Address   

 

i. BOX…………………………………………………….. 

ii.  TEL………………………………………………………. 

iii.  E-mail……………………………………………………… 

4.  Year of establishment   

5.  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 are 

currently active  

Province(s)…………………………………………………………… 

District(s)…………………………………………………………… 

8.  What is the organization’s perspective 

of a volunteer? 

 

 

 

9.  Where are your volunteers placed 

(Please Tick) 

 

Urban                  Rural                           Both Urban and Rural 

 

10.  If your volunteers are placed in both 

rural and urban, state the percentage 

distribution  

 

Urban ………………….%                    Rural  …………………%  

11.  Does your organization have a written 

strategic plan? 

 

Yes                                 No                              Don’t Know 

12.  If yes, please provide a copy or key 

features in the strategic plan 

 

 

 

 

13.  Does your organization have work 

plans? 

  

 Yes                                  No                                 Don’t Know 

14.  Brief description of the sectors of 

activities being implemented  

(Please select all responses that 

apply.) 

 

 

 

A. Sports & Recreation               B. Health                       C. Social services   

D. Education                               E. Culture and Arts       F. Law & Crime                             

G. Citizens’/Advocacy Groups    H. Employment and Training     

I . Housing              J.    Community Development      K. Environment                      

L. Governance       M. Animal Welfare         

 N. Business and Professional Associations, Trade Unions   

O. International Development   P. Faith Based/Religion    

Q. Philanthropic, Foundations, Charities, Fundraising            

R. Other (Specify) 
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15.  Do the programs your organization 

offer serve or assist any of the 

following groups? (Please select all 

responses that apply.) 

A. People with disabilities       B. Older adults      C. Children or youth 

D. Women        E. Refugees        F. Other, (Please specify): 

 

16.  What is the total number of volunteers 

recruited by/working in your 

organization at the moment, by 

gender?  

 

A. Total:                               B. Male                               C. Female:   

17.  Please indicate the trend in the number 

of your volunteers for the last 3 years 

(Probe for the possible factors for the 

trend indicated) 

 

A. Increased         B. Reduced         C. Constant.         D. Don’t Know 

Reasons for change in numbers: 

 

 

18.  What is the average period of the 

volunteer service?  

A. Less than a week              B. 1-2 Weeks              C. 3-4  weeks             

D. 1-3 months                       E. 3-6 months              F. 6-12 months            

G. Over 1 year  

19.  What are the types of services 

provided by the volunteers? Please 

select all responses that apply.) 

A. Raising money             B. Community work            

C. Office work/Admin.    D. Information and advice   

E. Advocacy and campaigning      F. Transporting 

G. Teaching and training     H. Visiting/befriending          

I . Counselling                 J. Other 

20.  Does the organization have volunteer 

management policy?  

A.  Yes                         B.   No                       C.   Don’t Know 

21.  If yes, please indicate the areas 

covered by the policy.  (NB: Ask for 

permission to obtain a copy of the 

policy) 

 A. Planning and Role of \volunteers      B. Recruitment                   

C. Selection            D. Induction             E. Support                          

F. Management and Supervision          G. Motivation and Recognition  

H. Retention             I . Performance Monitoring       

J. Other (Specify) 

22.  Please indicate THREE methods most 

frequently used by your organization 

to recruit volunteers? 

 

A. Newspaper Advertisement           B. Local TV spot        C. Radio spot           

D. Street tabloid           E. Mail         F. Telephone/fax        

G. Internet/e-mail         H. Door to door recruitment              

I . Community voices      J. School voices          

K. They come to your organization    L . Word of Mouth         

M. Other  

23.  Briefly describe the criteria used in 

selecting volunteers in your 

organization 

 

24.  Are the volunteers provided with job 

descriptions? 

 

A. Yes                         B. No                       C. Don’t Know 
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25.  Does the organization conduct 

induction/orientation for volunteers? 

 

B. Yes                         B. No                       C. Don’t Know 

26.  If yes, briefly describe the nature of 

the induction/orientation provided 

 

 

 

 

27.  Are the volunteers provided with any 

training? 

 

C. Yes                         B. No                       C. Don’t Know 

28.  If yes, state the nature of the training 

provided 

 

On the Job Training                         Off the Job Training                            

Both 

 

29.  Are there any disciplinary measures 

that are taken against volunteers? 

 

D. Yes                         B. No                       C. Don’t Know 

30.  Are there mechanisms in place for the 

termination of the services of a 

volunteer? 

 

E. Yes                         B. No                       C. Don’t Know 

31.  Are there mechanisms in place for the 

supervision of volunteers? 

 

F. Yes                         B. No                       C. Don’t Know 

32.  Indicate the type of incentives that 

your organization provides to 

volunteers?  (Please select all 

responses that apply.) 

A. Transportation           B. Living allowance             C. Reimbursement 

D. Pocket money              E.  Housing                         F. Food         

 G. Working cloth            H. Insurance                      I . Certificate of work    

  J. Nothing                        K. Other  (Specify)  

33.  What are your sources of funding?  

Local Sources                     External Sources                                 

Both local and External 

34.  If both local and external , state the 

estimated proportions  
Local Sources …………..%               External Sources………………….%                               

35.  State your organization’s estimated 

annual volunteering budget? 
Ksh……………………………………. 

36.  Does your organization monitor the 

performance of your volunteers? 

 

G. Yes                         B. No                       C. Don’t Know 

37.  If yes, briefly explain the methods 

used 

 

 

 

 

38.  What efforts has the organization put 

in place to recognize the work of its 

volunteers? 
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39.  What efforts has the organization put 

in place to retain its volunteers? 

 

 

 

 

 

40.  Did your organization play any role 

with respect to post election crisis? 

 

41.  If  yes, explain the nature of your 

organization’s involvement 

 

 

 

 

42.  What is your personal view regarding 

the use of volunteers in Kenya 

 

Very Important                       Important                        Neutral                  

 

 Least  Important                    Not Important 

Please explain your answer: 

43.  List THREE major ways by which 

your organization benefits from 

engaging volunteers in the programs 

you manage? 

 

1…………………………………………………………………………… 

2…………………………………………………………………………… 

3…………………………………………………………………………… 

44.  What would you say to be the THREE 

most important factors required for 

successful management of 

volunteering program?  

 

1…………………………………………………………………………… 

2…………………………………………………………………………… 

3…………………………………………………………………………… 

45.  Does your organization have 

collaboration with other organizations?  
A. Yes                                                         B. No 

46.  If yes, please indicate the nature of the 

collaboration  

 

1…………………………………………………………………………… 

2…………………………………………………………………………… 

3…………………………………………………………………………… 

47.  What efforts have you made to the 

government for recognition and 

support of volunteer efforts? 

 

 

 

 

 

48.  What are some of the achievements 

that your organization has attained 

with respect to volunteer work? 
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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 been 

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 been 

involved in volunteering work? 

 

 

 

 

 

52.  What would you recommend to be 

some of the most important issues in 

building and supporting solid 

volunteerism in Kenya 

 

 

 

 

 

53.  Please, use this space to add more 

information or to give specific 

comments regarding volunteerism in 

Kenya.  

 

 

 

 

 

Thank you for completing this survey! 
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Appendix B: Questionnaire for Volunteers  
 
1. NAME OF THE VOLUNTEER  

2. AFFILIATED ORGANIZATION  

3 JOB TITLE  

4. Contact Address   

 

iv. BOX……………………………………………………… 

v. TEL……………………………………………………….  

vi. E-mail……………………………………………………… 

5. Gender (Please Tick)  

A       MALE                                          B. FEMALE  

6. Age Bracket 

 

 

Below 18              18-24                 25-34                35-44                                         

 

45-54                   55+64                 65+ 

7. Nationality  

8. Marital Status 

 

 

Single                                                Married                            

 

Divorced/Separated                          Widowed.                    

9. Level of Education (Please Tick)  
No education                                      Primary school level             
 
Secondary school level:                     Intermediate certificate:                   
 
Professional diploma:                        University degree:  
 

10. Professional Training  
Teacher               Doctor                   Nurse           Administrator  
 
Other (Specify)…………………………….. 
 

11. How long have you have worked as 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 recruited 

you for the volunteer work 
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15. From which source did you learn 

about your volunteering assignment 

A.  Newspaper Advertisement      B. Local TV spot       C. Radio spot  

D. Street tabloid                            E. Mail                     F. Telephone/fax      

G. Internet/e-mail             H. Word of mouth             I . Other   

16. Brief description of the sector(s) 

where you work  

A. Sports & Recreation          B. Health                      C. Social services   

D. Education                           E. Culture and Arts        F. Law & Crime                             

G. Citizens’/Advocacy Groups    H. Employment and Training     

I . Housing                               J.    Community Development            

K. Environment                      L. Politics                   M. Animal Welfare   

N. Business and Professional Associations, Trade Unions   

O. International Development       P. Faith Based/Religion    

Q. Philanthropic, Foundations, Charities, Fundraising            

R. Other (Specify) 

17. What are the types of services you 

provide as a volunteer? Please select 

all responses that apply.) 

 

A. Raising money                              B. Community work            

 C. Office work/Admin.                    D. Information and advice   

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 

the assignment? 

  

Yes                           No                    Don’t Know 

19. If yes, briefly explain the nature of 

the training provided. 

 

 

 

 

 

20. To what extent are you satisfied with 

the training provided pertaining to 

your assigned areas of work as a 

volunteer? 

 

Very Satisfied                      Satisfied                         Neutral                          

 

Dissatisfied                     Very Dissatisfied 

Please explain why:   

 

21. Were you taken through any form of 

job induction/orientation when you 

joined the organization or 

programme? 

 

 Yes                           No                    

 

Somehow                   Don’t Know 

22. If yes, briefly explain the nature of 

the induction/orientation provided. 

 

 

 

 



 63 

23. To what extent are you satisfied with 

the induction/orientation pertaining 

to your assigned areas of work as a 

volunteer? 

 

Very Satisfied                            Satisfied                         Neutral                          

 

Dissatisfied                               Very Dissatisfied   

 

24. Have you been provided with job 

descriptions for the assignment you 

undertake? 

 

  Yes                            No                         somehow          

25. To what extent are you satisfied with 

the job descriptions pertaining to 

your assigned areas of work as a 

volunteer? 

 

Very Satisfied                          Satisfied                         Neutral                          

 

Dissatisfied                              Very Dissatisfied   

 

26. Are there mechanisms in place for 

the supervision of your work? 

 

Yes                               No                         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,                    Satisfied                       Neutral                           

 

Dissatisfied                         Very Dissatisfied   

 

29. Are there provisions within your 

volunteering arrangements regarding 

the termination of your services with 

the organization or programme? 

 

Yes                               No                         Somehow 

30. If yes, briefly explain the nature of 

the termination arrangements 

 

 

 

 

 

31. Are there measures in place to assess 

your performance as a volunteer? 

 

 

 

 

 

Yes                               No                               Somehow 
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32. If yes, briefly explain the tools used 

in measuring your performance 

 

 

 

 

 

33. Indicate the type of incentives that 

you receive as volunteers?  (Please 

select all responses that apply.) 

B. Transportation           B. Living allowance         C. Reimbursement   

D. Pocket money        E.  Housing           F. Food        G. Working cloth   

H. Insurance     I . Certificate of work   J. Nothing     

K. Other  (Specify)  

34. To what extent are you satisfied with 

the incentives you receive as a 

volunteer? 

 

Very Satisfied,                    Satisfied                       Neutral                           

 

Dissatisfied                         Very Dissatisfied   

35. Overall, how satisfied are you as a 
volunteer? 
 

 

Very Satisfied,                    Satisfied                       Neutral                           

 

Dissatisfied                         Very Dissatisfied   

36. Do the programs you serve in assist 

any of the following groups? Please 

select all responses that apply.) 

B. People with disabilities       B. Older adults      C. Children or youth 

E. Women        E. Refugees        F. Other, (Please specify): 

 

37. Indicate THREE major ways 

through which you benefit from 

engaging in volunteer work 

 

1………………………………………………………………………… 

2………………………………………………………………………… 

3………………………………………………………………………… 

38. Indicate THREE major ways 

through the organization your are 

placed in benefit from your volunteer 

work 

 

1………………………………………………………………………… 

2………………………………………………………………………… 

3………………………………………………………………………… 

39. Indicate THREE major ways 

through which  citizens of Kenya or  

the local communities your are 

placed in benefit from your volunteer 

work 

 

1………………………………………………………………………… 

2………………………………………………………………………… 

3………………………………………………………………………… 

40. What efforts has the organization 

you are working with put in place to 

recognize your work as a volunteer? 
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41. What efforts has the organization 

you are working with put in place to 

retain its volunteers? 

 

 

 

 

 

 

42. What would you say to be the 

THREE most important qualities 

required for successful volunteering 

in Kenya?  

 

 

1………………………………………………………………………… 

2………………………………………………………………………… 

3………………………………………………………………………… 

43. What would you say to be the 

THREE most important lessons you 

have learnt as a volunteer in Kenya?  

 

 

1………………………………………………………………………… 

2………………………………………………………………………… 

3………………………………………………………………………… 

44. What would you recommend to be 

some of the most important issues in 

building and supporting solid 

volunteerism in Kenya 

 

 

 

 

 

45. My contribution as a volunteer is 

highly valued by the target 

beneficiaries 

   

Highly agree                    Agree                            Neutral                                                 

 

Disagree                     Highly Disagree                 Don’t Know 

46. My contribution as a volunteer is 

highly valued by the organization I 

volunteer for. 

   

Highly agree                    Agree                            Neutral                                                 

 

Disagree                     Highly Disagree                 Don’t Know 

47. Please, use this space to add more 

information or to give specific 

comments regarding volunteerism in 

Kenya.  

 

 

 

 

 

 
Thank you for completing this survey! 
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Appendix C: Selected Case Studies on Volunteering Experiences 
 
Voluntary Organizations 

Red Cross, Eldoret Region 
 
Red Cross and Red Crescent Movement is a voluntary relieve movement that is not prompted by 
desire for gain.  
 
Its regional town of Eldoret and surrounding areas such as Burnt Forest were worst hit by the 
2007 post-election crisis in Kenya.  Red Cross, which is one of the oldest VOs in the country, 
played a major role in providing for persons that were severely affected by the crisis.  The VO 
has its headquarters in Nairobi, regional offices in the provinces and branches in the districts.  
One of the regional offices was located in the town of Eldoret and had the following 
characteristics outlined below. 
 
Strategic Objective: Strengthen the capacity base of the national Headquarters to effectively 
coordinate and monitor regional and branch programs as well as strengthen capacity of the 
regions and branches to effectively address the needs of vulnerable members in the community. 
 
Structure: There was a Regional Manager assisted by a Regional Committee made up of 
chairperson, vice-chairperson, treasurer, secretary (the Regional Manager) and representatives 
from the branches.  There were seven branches—Uasin Gishu, Trans Nzoia, Nandi North, Nandi 
South, Marakwet and Turkana.  At the branch level there was a Branch coordinator assisted by a 
branch committee.  Smaller areas were led by area leaders who ensured that volunteers did their 
work well. 
 
Programs: There were three major programs: a) Disaster preparedness and response that handles 
calamities including tracing of persons affected by a crisis; (b) Health and social services that 
include blood donation, first aid, HIV and AIDS and water, disease prevention and control and 
sanitation activities, and (c) Organizational development that includes institutional development, 
youth and the Lake Victoria programme. 
 
Staff and volunteers: The VO received international volunteers and also recruited a large number 
of others especially during the political crisis that severely hit the town. They are given jackets 
with Red Cross’ emblem.  The emblem is for protective use – helps identify them in helping 
situations – it is big and can be seen from far.  There were a large number of student volunteers 
attached to the Eldoret office. 
 
At the time of study, the emergency operations program was helping to give food to IDPs in 
various centres in Eldoret town and other parts of the region.  The program also gave food to 
non-IDPs such as persons that were affected by drought in Turkana. 
 
Lessons 

1. Use of a large number of High school and university students as volunteers; 
2. Its involvement in both normal humanitarian and crisis situations; and 
3. Its use of both professional and non-professional volunteers; and 
4. Scope of its services that cover nearly all parts of the country. 
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Abashere Nemde Ababuha Support Services (ANAS) 
This is a volunteer receiving VO that is located in Kakamega town of Western province.  The 
NGO was started by the late, Mr. Elija Enane, who had also founded another NGO, Partnership 
for Productivity.  ANAS Board was reorganized in 2006 and it secured funding from the UNDP 
to carry out an environmental project on sustainable livelihoods. 
 
The project has enabled the NGO to assist youth in Lugari area to operate 3 solar powered 
barbershops.  The project also engages the youth in tree planting activities as a source of energy.  
It promotes use of solar energy for cooking, drying food and growing of mushrooms as well as 
energy saving stoves among women.  The NGO is developing an eco-tourist site at a dam that 
was given to it by the District Commissioner, Lugari District. 
 
Their full and part-time staffs are the Executive Director who is an alternative energy expert, an 
office attendant and a computer specialist. One Board member assist with accounts and another 
serves as a program offices. 
 
Inter-Community development Involvement (ICODEI) 
This is a volunteer recruiting Community-Based Organization (CBO) that is located in a rural 
community in Bungoma District.  It serves Bungoma and the neighbouring districts of Mumias, 
Butere, Teso, Mt. Elgon and Kimilili.—it supplements the international volunteers with those it 
recruits locally. 
 
The CBO was formed and registered in 1999—it is linked to the Episcopal Church and is 
currently seeking registration as an NGO. 
 
Volunteers: The CBO recruits international volunteers through internet as well as though 
contacts it has established with other educational and other institutions such as Indiana 
University in the U.S.A.—the University sends its students who have competed their degree 
courses to the CBO for 12 weeks to get exposure before going back to take up employment. At 
the time of study the NGO had received 40 international volunteers, 25 males and 15 females.  It 
had also recruited and was making use of 8 local volunteers (5 males and 3 females). 
The average period of volunteering for the international volunteers is 2 months. The volunteers 
meet their own expenses. The VO has developed an elaborate volunteer management policy that 
it uses. It checks on qualifications of applicants to make sure that it recruits qualified persons. It 
also obtains letters of recommendations about the volunteers’ behavior from their educational 
institutions. The volunteers also provide addresses of their next of kin. The recruitment process 
takes 4 to 5 weeks. Upon arrival the volunteer is shown how to interact with members of the 
local community 
 
Staff: The NGO was headed by a Director who was a Reverend of a local church that has hosted 
the NGO.  The other staff were: Manager, accountant, 2 field coordinators, 2 field workers and 
support staff—they were volunteers and paid living allowances – some were pastors of the 
church. 
 
Programs: The NGO had 5 programs: a) HIV and AIDS; b) Health Clinics some of which were 
mobile; c) Education in the form of a school – Epical Jans Academy – that ranged from pre-
school to std 6 with an enrolment of 320 pupils half of whom were provided the education freely; 
d) Micro-enterprise development that gave grants and soft revolving loans to small businesses; e) 
Rehabilitation of drug addicts and alcoholics. The staff and volunteers worked in these various 
programs. International volunteers work alongside local partners. 
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Funding: The CBO derives its funding from payments made by the international volunteers. 
Thus apart from meeting their own expenses, the volunteers also pay a minimal amount for 
meeting costs of operation of the CBO. The CBO had not been funded by development partners. 
 
Lessons 

1. Recruitment of international volunteers through the use of a well developed web-site and 
contacts with overseas universities and other related institutions; 

2. Volunteers pay costs of their attachment as well as a minimal fee for meeting operational 
costs of the CBO; 

3. Location of the CBO is located in a rural setting; and 
4. Deployment of volunteers in all the programs of the CBO. 

 
St. John’s Ambulance, Western Region 
  
It is an international charitable, voluntary and non-profit making organization established in 
Kenya by an Act of Parliament, Cap 259 of the Laws of Kenya.  
 
Mission: A leading charitable organization working for humanity irrespective of colour, class or 
creed strives to alleviate suffering by: Provision of quality First Aid training, provision of quality 
emergency services and community care, establishing a pool of volunteers to take care of health 
care needs 
 
Volunteers: Over 10,000 volunteers in Kenya are engaged in first aid training, provision of first 
aid, ambulance services and community service activities. Fees paid for first aid training is used 
in meeting operations of the organization. 
 
Membership: Training in First Aid is a requirement for joining the organization. The members 
are organized in groups. There are three categories of members: 6-12 year olds known as 
badgers—recruitment starts at age 6. The next category is that of 12-17 year olds known as 
cadets who are students in secondary schools and colleges. The third category of brigades is 
adults aged 18 to 65 and that last category of senior brigades serve in advisory capacity. 
Members are like paramilitary—for example, they mark time, salute and wear uniform during 
their annual parade. There about 300 members in the Western Region.  
 
Structure: The organization is organized along military lines. Division is the smallest unit and 
usually has 12 to 50 members. A school such as Bunyore Girls secondary school with 120 
members constituted a division. Above the division is the district corps which is the same as an 
administrative area and the region is headed by a Regional Commissioner who is the most senior 
volunteer in the area. 
 
Activities: Firstly, members participate in First Aid competition held every year. Secondly, they 
also participate in community service activities such as clean up campaigns, community health 
care and tree planting, visit hospitals, talk to patients, giving of get well cards and helping 
orphanages and vulnerable children. Finally, they participate in an Annual parade and inspection 
Publicity: Word of mouth in schools in the form of talks to students. 
Challenges: The most challenging activity was the 2007-post election violence. IDP expectations 
were more than what we could give. We worked in various camps. There were problems of 
collaboration as the provincial administration wanted to be at the centre of everything. There was 
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also duplication of duties with other agencies like Red Cross, IMS and Ministry of Health. The 
Informant, for example, puts it:…  
 

“In Kamukuywa the IDPs we were attending to were from Mt. Elgon..they told us they 
had been attended to the previous day…could we give them other services such as food 
and clothes. That is, our mandate of health was narrow”. 

 
There was also a problem of lack of coordination as revealed by his remarks: 
 
“….One time I went to see MOH…there were several camps in Kakamega—Eluho, showground 
and Kakamega police station—I wanted medical personnel to be involved…there was acute 
shortage of the personnel…some had left the area. MOH had assigned one nurse to take care of 
IDPs. If there had been good coordination—St. John, Red Cross, MIS, MOH and the provincial 
administration—would have made use of resources more efficiently”. At another point the 
informant says… “At one time we went to Kaborom in Mt Elgon  area next to Chebuk settlement 
scheme…there was a lot of fighting…we did a medical camp for 2 hours, but it was very 
unsafe…doctors were afraid…we had to leave although there were people in need of our 
services…We also felt intimidated by the Army personnel”. 
 
Wema Centre, Mombasa 
 
Wema Centre is a Kenyan based NGO founded in 1993 in response to an increase in the number 
of street children in Mombasa, and the Coast region. The aim of setting up this organization was 
to rehabilitate and improve the general welfare of street children by offering a holistic life 
including: care with particular emphasis on spiritual,  
Physical and social development. The Centre rehabilitates street children, with special emphasis 
on girls due to their high level of vulnerability.  
 
The Centre caters for several categories of children. Some children are withdrawn from the 
streets, rehabilitated and resettled back to their homes. Others still live on the streets, but come to 
the centre for meals, get clothing, bathing, medical care and also attend classes. 

 
The Centre offers education from primary school to skills training including motor mechanic, art 
and design, tailoring and catering. The community is happy with the project as it has 
rehabilitated many of their children, who now lead a productive life. 
 
Wema Centre is a volunteer receiving organization, and relies heavily on volunteers provided by 
different organizations. On average the Centre has six Volunteers at a given time. Apart from 
undertaking duties assigned to them, some volunteers sponsor children to join other schools in 
Kenya for further education, while others provide the children both material and emotional 
support by acting as the children’s parents. 

 
However, there are some challenges associated with some volunteers. Language is a major issue 
especially with foreign volunteers, whose accent is difficult to follow. Japanese and Chinese do 
not know good English and although they try Kiswahili communication 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. John’s, Kakamega. He is one of St. John’s 
members and holds the job title of Public Duty Officer, Kakamega. He joined St John’s in 2005. 
He was aged 28 years, had completed Form Four in 1998 and was married with one child. He 
was also a farmer and businessman. 
 
He joined St. John’s in 2005 having been persuaded to do so by one of the VO’s Health Bases 
Care (HBC) workers. He attended pre-service training in HBC, First Aid and Peer education and 
was satisfied with the pre-training. His reasons for joining St. John’s were: (1) Gain experience 
in helping other persons; (2) Interact with others; (3) Be exposed and (4) He had a helping heart. 
 
He worked as a Community Health Worker (CHW) in First Aid and peer education which 
include, advocacy, counseling and providing information and advice. As a Public Duty Officer, 
he assigns First Aiders to assist in public functions such as Jamhuri day and at weedings. He 
says: 

“I can be able to save life, take care of the sick (TB and HIV and AIDs), preach against 
HIV and AIDs to the youth (peers)…counsel people living with HIV and Aids (PLWHAs) 
and encourage them concerning their ailment and the safety measures to take so as to 
live positively”. 

 
When a Landslide occurred at Kubasali area within the district, 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 District Coordinator to go with the other First 
Aiders to the site of the landslide. He got together 8 First Aiders including himself and they went 
to the disaster site. He comments: 

“…The place was pathetic…we were looking out for the dead as bulldozers were digging 
them out…We also looked out for the injured and gave them first aid and referrals to 
those that needed treatment. There were medical doctors and we assisted them where we 
could. 
 
Whereas the weather was favourable on the first day, it changed fast on the second 
day…we did not have adequate clothing…but we could not go back to Kakamega town in 
the late evening of the second day because we had no means of transport…we had no 
place to stay or put up a camp…”. 

 
He concludes that what they did at Kubasali was rewarding—individuals went to them to ask for 
pain killers and told them (CHWs) what had happened to them. 
 
He added that whenever they move to a disaster area such as Kubasali, they know that recoveries 
would be the dead. They attend to all incidences needing their help and rush those needing 
treatment to nearby health facilities. He also says that in their volunteering they sometimes stay 
away in camps. He adds: 

“Volunteering is like a call to me…Religious and other books I have read…(show) that 
all of us want to go to heaven…God says peace making spirit comes from inside you”. 
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His views of St. John’s on donors, he said: “ I ask myself why I can’t become one of its (St. 
John’s) donors to help others…with the knowledge I have got, I feel nothing should separate me 
from St. Johns…If I leave, nobody in my community would do it…they call me doctor…I do not 
charge anything…I encourage them”. 
 
Some of the answers the volunteer provided in the structured interview were that he had been 
inducted through word of mouth by the VO’s Regional Commissioner and was neither satisfied 
nor dissatisfied with the induction. He was also provided a job description with which he was 
neither satisfied not dissatisfied. Mechanisms of supervision existed in the form of assessments 
of work done including people he had attended to, hours he had worked and referrals he had 
made and he was neither satisfied nor dissatisfied with the supervision mechanism. There were 
mechanisms for termination in situations of indiscipline. The incentives that he received were in 
the form of transport and he was satisfied with them. Benefits he had received were in the form 
of experience he had gained and interaction with different people. 
 
He noted that the VO benefitted from volunteers by earning income, spending less and 
maintaining its name, had recognized them by giving them certificates and retained them by 
giving them opportunity for further training 
 
He saw qualities of successful volunteering as discipline, neatness and being non-partisan. The 
most important lessons he learnt were that the government and people needed to be able to assist 
the less fortunate and that such assistance usually came from one’s heart. 
 
He recommended the giving of incentives such as living allowances to volunteers since most are 
jobless as one of the main ways for building voluntarism in Kenya. He, however, concluded that 
volunteers were not recognized by the government and communities in Kenya.  
 
Case 2: Mrs Agnes Kochwa 
 
She is a Training of Trainers (ToT) in Home Based Care (HBC). She is also a Community 
Health Worker. She is a Division Superintentent in-charge of a division. She was the link person 
between St. Johns and the Ministry of Health (MoH)’s Afya II program and made monthly 
reports to the MoH.  
 
She was aged 49 years, had completed her secondary school education in 1970, married and with 
a family. She trained as a nursery school teacher—taught for three years, started and run her own 
business and later worked as a receptionist/cashier at a mission hospital. 
 
In 2000, she started working as a volunteer in Afya I program of the MoH and was trained in 
HIV and AIDs. In 2002, she was trained as a TOT in peer education by Family Health 
International. 
 
She joined St. Johns in 2002 when she met its staff at one local workshop—she was recruited 
and provided induction training as a First Aider and about the VO and was satisfied with the 
induction. She gives her reasons for joining St Johns as: (1) Assist those in need; and (2) 
Assisting of those in distress. 
 
She and four of her colleagues attended training in HBC 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 of mouth. She works in the VO’s health sector 
that involves raising money to help the needy, teaching and training, community work and 
information and advice. 
 
She started B\HBC activities when she returned from the training in Nakuru. She observes: 
  

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

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

 
“One (patient)…I was very close to was approaching terminal stage…when I went to see 
her, she stuck to my hand and the last thing she said to me was ‘my kid’…I did what I 
could, but she died on that same day. 

 
These are some of the experiences we go though as volunteers. I have no money…I do 
not know what to do with the kid”. 

 
She noted that she had 22 clients at the time of this study—5 of them were bed ridden and that it 
was difficult to visit all of them frequently. She said: 
 

“You have to train caregivers—you can’t be there all the time…MoH does not deal with 
clients at home—it refers them to us”. 

 
Regarding volunteers, she said: 
 

“In Kenya, volunteers are overlooked…people don’t see us as important…we do it from 
our hearts…but (we) also have needs…yet we have no income…no incentive”.  

 
She concluded that St Johns had 36 CHWs—they were trained by the VO and they train 
caregivers in changing and washing the HIV and AIDs patients and in washing their wounds 
Her answers to the structured interview are summarized below. 
 
On the job induction and training, she was inducted through training in First Aid and by word of 
mouth about the operations and she was satisfied. She was provided a job description that she 
was satisfied with. She was supervised by a senior staff of the VO and was satisfied by with the 
supervision. The VO had established termination mechanisms based on misconduct, use of 
abusive language to the needy and taking sides on matters. 
 
She also noted that the VO had established measures for assessing performance of volunteers and 
included frequency of attendance of meetings and effective performance of duties including 
public ones. Transport was the only incentive that was provided by the VO to its volunteers and 
she was satisfied by the incentive. The benefits she got from volunteering were respect and 
recognition by the community The community benefitted from volunteers in terms of First Aid 
and HBC services and referrals of the sick and needy to sources of help. 
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On the question of whether she was satisfied as a volunteer, she was neither satisfied not 
dissatisfied. The VO recognized her work by giving her opportunity for training 
 
She noted that the three qualities needed of a volunteer were honesty, transparency and 
hardwork. The three lessons she had learnt as a volunteer were service without discrimination, 
respect of individuals as they are and being patient and tolerant 
 
On recommendations regarding strengthening volunteerism in Kenya, she emphasized the need 
for motivation of volunteers and meeting of their needs. She concluded that volunteers in Kenya 
were not respected, nobody sees the work they do and needed to be motivated to keep up their 
spirit. 
 
Case 3:  Mr. W. Chebii 
 
He was a UNV volunteer specialist based in Eldoret town. He was 48 years old, married and had 
a university degree with specialization in public sector management and administration. He 
previously served as part-time lecturer, Moi University.  
  
He was serving as a district coordinator for the Neighborhood Volunteer Scheme, Uasin Gishu. 
The scheme was launched in 2007 to address the effects of political clashes on inhabitants of the 
areas that were worst affected by the national political crisis.  Other coordinators are located in 
Kericho, Nakuru and Nairobi. 
 
He had served as a UNV Volunteer for one year. His reasons for joining UNV are brought out in 
his remarks… “It was an opportunity that I came by and I grabbed it”. 
 
His and his colleagues were trained in March-April this year for 4 days.  He was then required to 
coordinate neighborhood volunteers from areas, such as Burnt forest that were worst hit by the 
crisis within Uasin Gishu District. He says: 
 

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

 
A total of 43 village volunteers were recruited balanced by gender and ethnicity. The Volunteers 
come from the neighborhood where they work and are provided with Ksh 10,000 per month—to 
facilitate the work in the neighborhoods - there are no 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 Trainers from civil society—all are university 
graduates with a lot of experience in peace building. 
 
Asked about the organization that had recruited him, he noted that it was UNDP. The source of 
information about the volunteer assignment had been word of mouth. His job description was 
peace building and he had received a one week training in volunteering with which he was 
satisfied although he needed further training in project management and facilitation and 
communication skills. He had received induction training about peace building and security and 
was satisfied with the training. 
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Regarding job description, he says that he had been provided the description which covered 
advocacy, early warning, conflict, international development and nationhood. There were 
mechanisms for supervision—he reports to and attends meetings held by the DC and the Project 
manager and prepares reports and was satisfied with the supervision. He also said that there was 
a UNV international document that discusses various aspects of the volunteer program including 
termination. 
 
He indicated that there were mechanisms for assessing volunteer performance based on their job 
descriptions that specifies indicators of performance. 
 
Incentives provided by the UNV were the living allowance, reimbursement and insurance and he 
was satisfied with the reimbursements although in this connection he says: 
 

I don’t have transport…when people find out that you work for the UN, but have no 
transport—it creates a problem of image.  

 
He sees volunteering as having brought him benefits that included, engaging in peace process by 
working in a neighborhood, personal skill building and networking with other peace resource 
organizations. He saw Kenyans and communities as benefiting from volunteer efforts by some of 
their members being recruited as volunteers and who can sustain the volunteer effort and the 
spirit of volunteerism that they inculcate in the community. 
 
As a volunteer he was recognized by government staff such as District officers who acknowledge  
him at meetings and his having been introduced to all government staff in the district. On 
retention of volunteers he noted that this depended on their availability, their being able to 
implement agreed benchmarks and upon personal counseling to help them improve. 
 
He noted that qualities of successful volunteering were, need for expertise, e.g., involvement of 
retired persons, time one puts in and passion for the job.  
 
Case 4: Mr. David Lupao—Scouts Rover, Scouting Movement, Bungoma 
 
Mr. Lupao was aged 29 years, married and with 2 children. He had attended a local primary and 
secondary schools and completed in 1998. He trained as a carpenter for three years in a local 
workshop and worked as a carpenter for one year in Kimilili area of Bungoma district. 
 
He joined a scouting club as a hobby when he was in standard 4 in 1988 and became a patrol 
leader in charge of a scouting troop. He continued his membership of the scout’s movement in 
secondary school where he was a quarter master in a troop of 8 members. 
 
He completed secondary school in 1998 and continued his membership in the movement. He 
says… “Once a scout, always a scout”. He continues as a rover which is a category for young 
members aged between 18-30 years. 
 
He has been trained in various aspects of the movement and assists in training of school children. 
The courses he had attended included, principles of scouting, patrol training, scouting for 
solutions, first aid, conflict management and resolution and managing tumour in children. 
 
The training made him realize the need for forming his own Community-Based Organization 
(CBO) known as Buwambani Youth Group Initiative whose objective was: To eradicate poverty 
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and create employment for youth. It had 20 members (13 women and 7 men at the time of study. 
The group was carrying out fish farming, been keeping and holticulture. It was also teaching 
children about their rights and responsibilities and counseling and referrals of defiled children. It 
was providing rescue services for girl children under defilement and was planning to establish a 
resource centre where all information about children could be obtained. 
 
The government has supported the CBO with technical advice, registration and linkage with 
sources of information as well as with legal documents. 
 
Mr. Lupao was trained by an NGO, the Alliance for Advancement of Child Rights in child rights 
advocacy and counseling. His CBO is a member of the Western Province Child rights Network. 
 
He was working on a voluntary basis as a district youth representative for the Bungoma Kenya 
National Federation of Agricultural producers (KENFAP). 
 
His CBO alongside other 12 groups were given a grant of Ksh 1.0 million by the Netherlands 
government for establishment of tissue culture bananas in Bungoma district. 
 
In 2006, he was invited to represent youth in the International Association of Agricultural 
Information Professionals Conference that was held in Nairobi. He had also attended the Kenya 
Poultry  Farmers Association meeting when it was being launched at Safari Park Hotel, Nairobi 
in 2003. 
 
Regarding volunteerism in Kenya, Mr. Lupao says… “Volunteering is one way of creating jobs 
for the youth…(it is)…the only way of meeting targets of Vision 2030…(it is)..only way to 
nurture real volunteerism…The idea of a youth Council that was being thought about by the 
Ministry of Youth would help a lot”. 
 
He adds that… “in Kenya, people look for money, not service…volunteerism is a value that 
should be embrassed by all”. 
  
As a volunteer he is usually supported financially by his wife who is a primary school teacher. 
He walso gets support from his friends and from his fish farm. 
 
Emergency situations 
For some VOs such as Red Cross and St Johns, volunteering peaks during emergency situations. 
A case in point was the national political crisis that Kenya experienced at the beginning of this 
year in which and estimated 1,200 persons died and about 250,000 displaced from their homes 
and forced to live in IDP camps in Eldoret and other places. Other crises include the fighting in 
Mt Elgon area, the Kubasali landslide in Kakamega and the re-curring Budalangi floods. 
 
 
Conclusions 
 

1. Categories of VOs and Volunteers: VOs are international (e.g., VSO and UNV) or 
local—the local fall into NGOs and CBOs. Similar categories apply to volunteers who 
fall into international and national and the national fall into further categories of 
professionals, paraprofessional and students. 
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2. Incentives: These vary and are high and include living allowances, reimbursements, 
insurance and transport for the UNV and VSO and minimal mainly in the form of 
reimbursements and transport in the case of national NGOs and CBOs. Some NGOs such 
as ICODEI are supported by the payments volunteers make for their attachment.  
�

3. Volunteer case studies show presence of clear recruitment procedures, induction, job 
description, incentives, performance assessments and mechanisms for recognition and 
retention of volunteers. These procedures may not have been clearly written down by 
some VOs but they were known and practiced by the VOs—although their practice 
varied from the one to the other.  

 
 


