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satisfaction as it provided the opportunity for volunteers to share their opinions and experiences. In doing so, this
contributed to their sense of community at the event itself, which positively impacted their level of satisfaction.
From all these studies, there is evidence that satisfaction is multi-faceted.

The researchers have therefore, adapted the questionnaire from Galindo-Kuhn and Guzley (200 I)
Volunteer Satisfaction Index as the research instrument for the study. In an effort to develop a consistent and
reliable instrument that recognized volunteer satisfaction as multifaceted, Galindo-Kuhn and Guzley (200 I)
designed the Volunteer Satisfaction Index (VSI) utilizing previous constructs from various studies. The
instrument measured five dimensions of volunteer satisfaction: communication quality, organizational support,
participation efficacy, work assignment, and group integration. The findings from previous research produced
positive results in regards to supporting the reliability and validity ofthe VSI.

Galindo-Kuhn and Guzley (2001) defined communication quality as the basic nature of communication
that a volunteer received from the organization they are volunteering for. The second element, organizational
support involved two components: educational (the resources, such as training provided to improve the quality of
experience) and emotional (the relational environment that exists between organizational members and
volunteers). Participation efficacy was the notion that through their participation, volunteers will benefit
someone other than themselves. Meanwhile, work assignment which is the fourth element in the instrument was
defined as a task which gives the volunteer an opportunity to develop abilities and skills to suit their own needs.
Lastly, group integration referred to the social aspect of the relationship that volunteers develop with other
volunteers.

Apart from understanding volunteer satisfaction, it is also of utmost importance to understand future
volunteering intention among volunteers. This includes both volunteers with prior experience and first time
volunteers. As stated by Galindo-Kuhn and Guzley (2001), if volunteers do not have a satisfying experience, it
is plausible to make the assumption that they would leave one organization to perhaps volunteer at another
organization. Boezeman and Ellemers (2007) further stated that pride in the organization and respect from the
organization predicted organizational commitment among volunteers.

Research has also provided evidence of overall satisfaction among volunteers with the experience at
various events. Bang and Chelladurai (2003) stated that volunteers were satisfied with the quality and level of
responsibilities they were assigned. Similar to previous findings, Du (2009) noted that the volunteers were
satisfied with their experience but those who had knowledge about persons with disabilities prior to the Special
Olympics Summer Games tended to feel more satisfied with their volunteer service. Interestingly, volunteers
were satisfied with the factors relevant to contribution and beneficiary to others while also concerned about the
communication between the volunteers and the management. Doherty (2009) noted volunteers will be more
likely to engage in future volunteering behaviour to the extent that they have experienced positive outcomes as a
result of that behaviour in the past; similarly they will be less likely to volunteer again if they have experienced
negative outcomes.
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Figure (I): The Contributing Factors on Volunteer Satisfaction and Intent to Remain among Community Service
Volunteers in Organizing Events Course
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The findings in table above show the mean score (M = 4,1536, SD = .36167) for volunteer satisfaction
towards community service, The high mean score indicated a higher level of satisfaction in measuring the
involvement in community service,

The overall mean of the respondent's satisfaction on community service was computed in order to
divide the level of satisfaction into three levels: low, moderate and high.

Table 6: Level of Volunteer Satisfaction toward Community Service

Level Frequency Percent
Low 0 0
Moderate 8 7.6
High 97 92.4
Total 105 100.0

As shown in the above table, the percentage distribution of respondents by the level of satisfaction
towards community service indicated that 92.4 per cent and 7.6 percent of them reveakd high and moderate
levels of satisfaction respectively.

Conclusion

The Volunteer Satisfaction Index (VSI) designed by Galindo-Kuhn and Guzley (200 I) which consisted of the
five dimensions of volunteer satisfaction has shown that the majority of the respondents ranked Communication
Quality and Organizational Support to be the most important factors for them to volunteer. As stated by Payne
(2005), effective communication between employees and employers should be practiced in organizations in
order to increase job performance. Therefore, the study supported the notion that the basic nature of
communication that a volunteer received from the organization they are volunteering plays a very vital role in
ensuring their intent to remain for future volunteering jobs. It can also be concluded that without the
understanding and the support from the organization in terms of providing the resources, such as training
provided to improve the quality of experience and the environment that exists between organizational members
and volunteers, then the volunteers might not have any intention to remain for future volunteering jobs.

Therefore, it is recommended that the organizers to prepare adequate and appropriate training as well as
giving proper emotional support to fulfill these aspects of satisfaction level of the volunteers. The ability to
effectively help which was identified as the most satisfying aspect of volunteering in the VSI showed that the
majority of the respondents were willing to sacrifice their free time and energy to contribute in the service
community projects undertaken by them. It is suggested that the goodwill and the noble acts by these
respondents be supported with proper orientation and training by the organizers in order to produce a well
balanced person as inspired by the university and the nation. The contribution of volunteers to the success of an
event is very significant for every organization. It is of utmost importance for the organizations to have an
understanding of the volunteers' underlying motivations in volunteering in the event on the first place (Bang &
Chelladurai, 2003). It is hoped that by understanding their motivation, then the issue of retention will not be of
a problem to the organizer, more so in community service projects.
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