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Abstract. 
There has been a significant amount of research carried out as to the value of volunteers to NGOs and charitable organisations. Research has also focused on the motivations of and benefits to the individual participant from volunteering. However despite volunteering being commonplace within conservation and environmental organisations there has been little research into the motivation of conservation volunteers and the benefits to both volunteer and organisation. 
This thesis aims to evaluate volunteering within a large conservation organisation. It also aims to evaluate the motivations and benefit of volunteering to the individual, as well implications of having volunteers within the Zoological Society of London.  This thesis aims to put the findings into the broader context of previous volunteer studies. This is achieved through analysis surveys and interviews with volunteers and staff.

The results of the study show that motivations vary between individuals and demographic variables The majority of zoo volunteers are motivated to volunteer due to personal values, such as wishing to help others or a love of animals. Interns in contrast are motivated to volunteer due to career progression benefits. The conservation organisation benefits in a variety of ways, including due to the significant financial value of time donated by volunteers. 
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1. Introduction.

The effort donated to conservation and environmental organisations plays an important role in allowing organisations to meet their goals, often with a restricted access to resources. Ryan et al, (2001) have gone as far as to suggest that the movement itself would not exist without volunteers. 

Despite the importance of volunteering to many conservation organisations there has been little research into the motivations of conservation volunteers or how the volunteer and organisation benefit. Although there has been a recent strong interest in volunteering within conservation it has primarily focused on tourist volunteering, where individuals pay program fees and generally travel hundreds of miles to take part in a conservation project on a short term basis. However there has been minimal research into regular volunteers. The little research that has been carried out focuses on environmental volunteers, generally those involved with habitat restoration projects (Bruyere & Rappe 2007 ; Ryan et al 2001; O’Brien 2008). A review of the literature reveals no projects investigating the role of volunteers with conservation organisations, and yet the vast majority will have a volunteer presence, often with volunteers being used in office or special event roles. 

Due to the hours and resources donated to a wide range of conservation organisations, from environmental volunteers to office based or even trustees leading the future of an organisation, it is important to understand the motivation of the volunteers, and the benefits and costs for all involved. 

The focus of this research was volunteering within a modern conservation organisation, The Zoological Society of London (ZSL). In order to do this volunteers at the two zoos, as well as interns at the Institute of Zoology (IoZ) and Conservation Programs section were surveyed using a semi-structured questionnaire. In addition key staff members were interviewed.

The study had several key objectives:

· To investigate the motivation of the volunteers at ZSL, and compare how motivation differs depended on the role, skills and commitment required.  

· To investigate the benefit received by the volunteers, and how it differs depending on role, skills and commitment required.

· Within the main group of zoo volunteers, to analyse the relationship between the motivation and benefits of volunteering and key demographic variables.

· To identify why ZSL chooses to use volunteers, The hypothesis under test is that the use of volunteers in ZSL is not primarily motivated by the need for free labour but instead by the wish to enhance the engagement of the public and provide training and development opportunities. 

· To identify the benefits to ZSL as perceived by staff members and the financial implications of volunteering to ZSL. 

· To make recommendations for the improvement of the volunteering experience, both for the organisation and the volunteer, for ZSL and more generally.

The thesis has five chapters. Chapter 2 provides an introduction to the literature regarding volunteering in the U.K, conservation volunteers and the theory and practice of measuring motivation to volunteer. Chapter 3 provides a detailed presentation of the methods used both in data collection and statistical analysis. Chapter 4 Presents the main results. Chapter 5 puts the results in the broader context of the literature, emphasising the broader implications of the study. 

2. Background. 

2.1 Working definitions of volunteering. 

Volunteering can be defined as – An activity that involves spending time, unpaid, doing something with the aim to benefit others (either individual or groups) other than close relatives, or in order to benefit the environment.  (Low et al, 2007.)

Previous studies however often make the distinction between formal and informal volunteering. Informal volunteering, is defined as giving help as an individual to benefit others. 

Formal volunteer is distinguished as – giving unpaid help through groups, clubs or organisations to benefit others or the environment. (Low et al, 2007).
 2.2 Demographics of volunteers. 

The most recent and comprehensive study of formal volunteering in the U.K showed that there were significant differences between different demographics of people, both in the level of formal volunteering and the roles carried out. (Low at al, 2007).
Reported levels of regular (once in the last month), formal volunteering are surprisingly high. With almost two fifths of those surveyed claiming to have volunteered as part of an organisation in the last month. This is a consistently reported figure. There is some variation amongst age groups with regular volunteering most common in 16-24 year olds, and those over 55. The survey also found that volunteering activity is more common in females than men.  (See table 2.1) It was also noted that 55% of volunteers help more than one organisation. 
	
	Age
	
	
	
	
	
	
	
	

	
	16-24
	25-34
	35-44
	45-54
	55-64
	65+
	Male 
	Female
	All

	Volunteer.
	43
	34
	36
	38
	42
	41
	35
	43
	39


Table 2.1 – The percentage of survey recipients who had participated in formal volunteering in the last month. Average hours volunteered = 11. Based on a national survey of volunteering. (Low et al 2007.) N=2155.
Due to the aging populations of the developing world, there has been an increasing research focus of the activities of the retired, and the roles that they can play in society.  Studies have shown that older people who volunteer are likely to be those with a higher income, and who perceive volunteering as an important activity. The potential value of volunteering for late-life fulfilment is also recognized. (Peters-Davis et al, 2001).In the literature the debate is often focused whether older volunteers are motivated by altruism or self- benefits. However evidence suggests that motivation is a combination of the two factors. With volunteering in older people often being due to the desire to feel useful, help those in need and benefit socially. (Warburton et al 2001). There has also been an identification of the motivation in older people to acquire new experiences through volunteering. (Okun and Eisenberg, 1992).
For employment status the lowest level of formal volunteering was those who were not working compared to employed or self employed respondents. Of those not working, volunteering was highest amongst those looking after the home and lowest amongst the sick and disabled. (Low et al 2007.)  There has been a focus on groups deemed at risk of social exclusion and their involvement with volunteering. Government legislation (PSA4) identifies individuals belonging to certain black or ethnic minority ethnic groups, have no formal qualifications or have a disability or limiting long term illness. These three groups have been shown to volunteer less and thus have become the focus of government initiatives to encourage higher participation levels, this is due to the perception that volunteering is a form of social inclusion and incurs many benefits.  Ethnicity was seen to have an overall effect on volunteering with 39% of white respondents involved in regular formal volunteering compared to only 28% of Asian survey respondents. (Low et al 2007.)

The role of volunteers.

Low et al (2007) showed that volunteers are most involved with the voluntary and community sector (65%), with 23% in the public sector, and finally 11% volunteering within the private sector. 

Female volunteers are most likely to be involved in organisations where the main field of interest is education or health and disability, whereas men are more likely to be involved in organisations where the focus is sport. Overall, education is the most popular volunteering focus with 31% of formal volunteers carrying out this activity. Religion (24%), Sport (22%), and health and disability are also popular focuses for volunteering. 

2.3 Motivation to Volunteer. 

Altruistic or helping behaviour has been of interest to social scientists for many years (Clary et al, 1992). However traditionally these studies have focused on spontaneous helping behaviour, such as offering one off assistance to someone in need, rather than formal volunteering arrangements. Due to this Clary at al (1997), argue volunteering could be seen as a very different form of helping behaviour due to demanding more planning, prioritising and matching of interests with abilities.  Due to this Clary et al suggest that motivational perspective is best in researching why individuals seek volunteering positions, and commit to the activity.  In order to do this functional analysis was used. This method is concerned with the underlying motivational functions that govern a person’s actions. Central to functionalism theory is that individuals can and do perform the same actions, but are influenced by different physiological functions.  The foundations of understanding human motivation have been further used to understand the motivations of volunteering activity. (Clary at al 1997, Clary and Snyder 1991, Snyder and Omoto, 1992.) The key cornerstone of a functional analysis of volunteerism is that although the act of volunteerism may appear similar there may be significantly different underlying motivation displayed in the form of volunteering behaviour.  

Using this functional approach Clary et al (1992), investigated the motivations to volunteer, based on past studies and further research, indentifying five functions of volunteering. This led to the creation of the volunteer function inventory with the addition of a further function by Clary et al. (1998). The six functions identified were: understanding, social, Values, protective, Career and Enhancement. (See table2.1)

	Function
	Meaning

	Values
	This is often described as altruistic behaviour. This is where volunteering allows the individual to express their values. Volunteering may also enable the individual to support a group or cause that is important to them. 

	Understanding
	Volunteering acts as a means for the individual to gain understanding of the individuals or organisation they are serving. It can also act as a means to learn new skills or satisfy the want of the individual to learn. 

	Career
	The career function is fulfilled when the individual develops in a manner that will help their career prospects, this may be from testing job opportunities, or developing potential contacts, or transferable skills that will enhance employability. 

	Social
	Volunteers motivated by the social function are either influenced by people close to them to volunteer, it also satisfies the need to behave in a way that is desired by society.  

	Protective
	Volunteering is undertaken in order to relieve negative feelings. This is primarily guilt at being more fortunate than others and wanting to feel better about yourself or personal problems through volunteering. 

	Enhancement
	This function is focused on personal growth and enhancement. 


Table 2.1 – The six motivational functions of volunteering, information for the table gathered from Clary et al 1998. 

2.4 Measuring motivation. 

Due to the value of volunteering multiple attempts have been made to determine the motivation behind the behaviour. However because of the very nature of personal motivation this is not an easy task. There has been much criticism of studies into research on motivation to volunteer, often due to the sampling method, were often only a single site is used and only a small sample collected. The approach is often simple with three main methods used (Okun et al 1998);

1) A list of motivations and analyse each individual item. 

2) Group possible motives on a conceptual basis, but without empirical validation. 

3) Group possible motives on an empirical basis, but without conceptual validation. 

It is often stated that non profit organisations attract intrinsically motivated volunteers. Although this is still debated, it is certainly correct that most donations in regards to both time and money flow to non-profit organisations, instead of to the private or public sector. (Cappellari and Turati, 2004) Capperllari and Turati focused on the difference between intrinsic and extrinsic motivation to volunteer. An intrinsic volunteer requires no reward other than the activity itself. They explain these differences with reference to with the consumption and investment models of volunteering. (Cappellari and Turati, 2004). Under the investment model volunteers undertake the opportunity due to the belief that it will yield future benefits, so as enhanced employability. Under the consumption model the volunteers benefit directly from the action itself, such as gaining enjoyment from the role, of feeling better about one’s self due to volunteering. 

Despite the limitations in researching personal motivation to volunteer, it is recognized that the Volunteer function inventory gives the means to measure the motivation of volunteering, and has been used and is validated by many studies. Gerstein et al, (2004) provided evidence in support of the general motivations for volunteering.  Okun & Schultz (2003) used VFI in order to establish the relationship between age and volunteer motivations. Okun et al. (1998) compared different models to measure motivations. When looking at demographics and motivation IVF gave the best fit to the data. Finally, Allison et al. (2002) compared the use of the Volunteer Functions Inventory and open-ended probes to measure motives to volunteer, and found that the Volunteer Functions Inventory was easiest to administer and score.

Other researchers have found similar results using other forms of the functional approach, overall, the Volunteer Functions Inventory is the most widely used approach for studying and understanding motivations for volunteerism. (Clary et al 1997) The functions and are evidence for them are listed in table 2.2

	Function
	Explanation of functions.
	In previous literature. 

	Values.
	A function that may be served is that volunteering allows individuals to express their concern for a cause or individuals. 
	Concern for others is a common characteristic in volunteers. (Anderson & Moore, 1978) distinguishes volunteers from non volunteers (Allen & Ruston, 1983) and predicts if volunteers complete their expected period of service. (Clary &Miller, 1986; Clary & Orensten, 1991.)

	Understanding
	Volunteering allows new learning experiences and the opportunity to use knowledge, skills and abilities that would otherwise be unused. 
	A large number of volunteers in a study of volunteering within health organisations expected to receive benefits to learning. (Gidron 1978)

	Social
	Volunteering reflects motivations concerning relationships with others or engaging in activity favourable to others. 
	Older volunteers can be motivated to volunteers due to the desire for social benefits or as a socially adjusted behaviour ‘other people want me to volunteer.’ (Davis et al 2001), 

	Career
	The volunteer is concerned by the career related benefits that can be obtained.
	15% of the Junior leagues of volunteers were shown to be motivated by the potential career benefits or maintaining career related skills. (Jenner 1982.)

	Protective 
	This is based on traditional functional theorizing concerning ego. In the case of volunteering it may reduce ones guilt in being more fortunate than others & address ones personal problems. 
	Red cross volunteers reported that they volunteer to escape from negative personal emotions. (Frisch and Gerard, 1981)

	Enhancement
	T his function centres on the egos growth and development and involves positive striving of the ego. 
	Anderson & Moore (1978) – Volunteers reported that they aim for personal development or obtain satisfaction related to personal growth and self esteem. (Jenner, 1982.)


Table 2.2 – The different functions of motivation to volunteer, as developed by Clary at al (1998), information for table compiled from Clary et al (1998.)

2.5 Measuring motivation to volunteer in a conservation role. 

There are few studies into the motivation of those in environmental or conservation volunteering. (Bruyere and Rappe 2007.) However there are a small number of examples of studies using the functional approach to motivation. Bruyere and Rappe, 2007, identified seven functions of conservation volunteering; helping the environment, learning, social, values and personal esteem, project organization (wanting to work for a well organized project.), career and user (volunteering in an area which they enjoy, e.g. maintaining a path they use for mountain biking.) Ryan et al (2007) also assessed the relationship between volunteer commitment and motivation. This study found five motivational functions; learning, helping the environment, reflection, project organisation and social. The final study using the functional approach was based on a multiple list based on 6 predetermined reasons to participate; efficiency of time, personal motivation, requested to, social networks, lifestyle choice and competing commitments. 

Although all these studies are based around similar ideas none have ever been repeated so all only contain one sample, also as they use a predetermined structure as to possible motivation, the motivations themselves are not based on empirical data, also the studies cannot be compared due to the differing methodologies. 

Non functional approaches have also been used to look at motivation to volunteer, (Donald, 1997; Kidd & Kidd, 1997). But once again these are small studies of only one site with no replication. 
2.6 Benefits from volunteering.

The benefits of volunteering exists on several levels. The individual volunteer benefits, as does the organisation served, arguably so does the wider community and cause. Benefits obtained from volunteering are closely linked to motivation. Studies have even shown that when volunteers perceive that their motivation for wanting to volunteer are matched by the benefits they are gaining the outcome of volunteering is more positive and satisfying. (Rose and Vitartas, 2007.)

Although there are conceivably multiple benefits to an organisation by having volunteers, most studies focus on the economic benefits of volunteering to the recipient organisation. Due to the number of hours donated by volunteers and the reliance of some organisations on volunteers, there have been multiple attempts to calculate the value to of volunteering to the U.K economy. A recent government survey estimated the value of volunteering to be £38.9 (±2.5) billion (Low et al 2007.). However it is important to recognize the limitations of this calculation. The figure was calculated from a survey of a small number of U.k residents as to the hours they had volunteered over the last four weeks, this figure was then multiplied by the number of adults in the U.K to obtain an estimation of hours volunteered in total. This figure was then multiplied by the average employee wage for the U.K. The accuracy of this figure is questionable due to the assumptions it is based upon. It assumes that a volunteer would work at the same speed, efficiency and quality as a paid member of staff, that running a group of volunteers requires the same amount of effort as paid staff does, which if volunteers are only present on site once a week is unlikely. It also assumes that the sample surveyed is representative of the U.K.  It also assumes that the work being carried out would be paid at the U.K average wage. Due to its very nature volunteering work often requires a low level of skill and training. Therefore many of these tasks would be paid at a below the U.K average wage level. 

2.7 Volunteering in conservation.

Volunteers related to conservation are less common, with only 4% of volunteers involved in an organisation with a main focus of conservation or the environment, and a further 6% of all volunteers involved with an organisation with the main focus of animal welfare.  Socio-economic status had an effect on support for conservation, with people in higher or lower management significantly more likely to volunteer in conservation organisation than someone from a lower socio-economic group. (Low et al 2007) 

In the literature there is an acknowledgement as to the importance of volunteering within conservation. (Ryan et al, 2001)  Despite this a minimal amount of research exists concerning the motivations, benefits and retention of volunteers specifically for conservation and outdoor based organisations. (Bruyere & Rappe 2007.) Although there has been a recent increase in studies on volunteering within conservation these studies have focused on the volunteer tourism market, where volunteers often travel hundreds of miles to assist on a project with a short term commitment, as opposed to formal volunteering within the U.K. 

The most comprehensive study of conservation volunteering within the U.K was carried out with environmental volunteers in Scotland (O’Brien et al 2008.). However this study only involved interviews with just 88 volunteers in ten organisations across the U.K. The focus was on the role that environmental volunteers play in supporting environmental organisations that focus on environmental management, such as habitat restoration. The study suggested that the interest in environmental volunteering had increased due to a growing community concern over climate change and other environmental threats. The research also identified that volunteers were not only motivated by concern for the environment, but also personal gain such as outdoor activity or social benefits. Some volunteers learnt new skills, improved well being and quality of life. 

The report claims that environmental volunteering offers a diverse range of opportunities and as such is able to suit people with varied interests and abilities. Despite this claim of inclusivity, the data collected for the study do not reflect this. Of those surveyed 100% were White British, and 71.6% Male. However the study did report that environmental volunteering is able to reach specific groups, such as mental health groups, offenders through rehabilitation or probation programs, asylum seekers, school and university groups. So in this manner it can be very inclusive of individuals who generally would be less likely to be involved in formal volunteering. (O’Brien et al 2008).

A slightly more comprehensive study was carried out in the U.S by Bruyere and Rappe (2007) with a sample size of 401 volunteers within 6 natural resources organisations. The study focused on the motivation, recruitment and retention of volunteers. The results showed that the primary motivation was a desire to help the environment, with secondary motivations of expressing personal values, learning about the environment, improving an area used during recreation time and socializing with like minded people. The studied focused on the need for volunteer managers to develop volunteering roles that would provide experiences that meet these motivations, due to the findings that when the motivations to volunteering correspond with the benefits from the role, the volunteer will commit to the scheme for a longer period of time. 

2.8 The study organisation.

The Zoological Society of London (ZSL) is a charity devoted to the worldwide conservation of animals and their habitats. ZSL consists of two zoological collections, London zoo and Whipsnade zoo, as well as the Institute of Zoology and the Conservation Programs section. London zoo is based in Regents Park London and contains over 750 species of animals. Whipsnade occupies a much larger site of 600 acres in Bedfordshire. The institute of zoology (IoZ) is research centre with a world renowned reputation. The conservation Programs are divided into 13 focal areas.  IoZ has five thematic areas of conservation Biology combining both fundamental and applied research. The five themes are Behavioural and population Ecology, Biodiversity and Macro ecology, Genetic variation, fitness and adaptability, Reproductive Biology and Wildlife Epidemiology. 

2.9 Volunteering opportunities within ZSL. 

Within the two zoos the volunteering opportunities are divided into two streams, assistant volunteers and learning volunteers. Learning volunteers have the greatest interaction with day visitors to the zoo. The roles include live interpretation as well as supervising interactive animal enclosures, such as the lemur walk through at Whipsnade zoo, and ‘meet the squirrel monkeys’ at London zoo. These volunteers generally work unsupervised for large periods of time. 

Assistance volunteers in contrast generally work alongside a member of ZSL staff; this includes roles such as library, or keeper volunteers.  The institute of Zoology and the conservation programs offer volunteering opportunities mainly in the form of fixed term internships. The internships are science focused, and are desk and/or field based. 
3. Methods

3.1 Data collection. 

The data collection consists of two main parts, a survey distributed to volunteers and semi structured interviews of volunteers and key staff members. 

3.2 Volunteer survey. 

A paper based survey technique was chosen as it would enable a large amount of data to be collected in a short period of time, in the least intrusive manner.  A questionnaire approach was chosen for several reasons. As a questionnaire standardises the questions asked, it provides uniformity of responses received, thus enabling statistics to be carried out on the data (McDaniel’s and Gates 1995).  The distribution method of the questionnaires also enabled it to reach the volunteers quickly and be less intrusive, allowing them to fill it out in their spare time rather than having to take time away from their duties to answer questions face-to-face. Also a self administered survey has the benefit of allowing volunteers to express feeling that they might be embarrassed to admit in a one on one interview, such as a volunteering helping to relieve depression or loneliness, or that their motivation to volunteer is due to personal rather than altruistic motivations. 

A survey was produced that was distributed through the volunteer team leaders at the start of the day. There was then a collection box for the surveys to be placed into. The survey is included in appendix 1. The surveys were available for volunteers to complete for a period of two weeks in July 2009. For volunteer positions without team leaders, the surveys were distributed through the ZSL staff member with whom they had contact. 

Due to there being no overall coordinator for intern volunteers at the IoZ and Conservation Programs (CP), there is no database of how many interns are involved within these sections of ZSL, with internships being created on an ad hoc basis. An email was distributed to IoZ members on behalf of the project, explaining the aims of the project, and asking anyone currently using interns or having used interns in the past to get in contact. A total of seven ZSL who were currently using or had previously used interns agreed to supply contact details or send an email with a survey link to past interns. The surveys were then delivered to the interns, with an agreed collection point within the institute. Past interns were also contacted by email, inviting them to take part in an online survey, on survey monkey about their motivations and experience as an intern. Due to data protection policies it was not possible to contact past zoo volunteers. 

The volunteers were informed that completing the survey was voluntary and their answers would remain confidential, with only general trends being reported. Care was taken to ensure that surveys were worded clearly and in a way that would not be leading. Sensitive demographic questions such as ethnicity were carried out in accordance to guidelines from the office of national statistics. (2008). 

3.3 Survey format.

The survey consisted of a combination of open ended exploratory questions; Likert scale questions and closed answer questions. The survey questions included demographic questions, and questions relating to the respondent’s role within ZSL, length of service as a volunteer, satisfaction with training and support and if they will continue to volunteer in the future. 

An important focus of the survey was the benefit to and motivation of the volunteers. This was investigated in two ways; 

1) An open ended questions asking the recipient to list up to three reasons as to their motivation to volunteer and another one asking for three benefits they receive from volunteering.

2) Questions related to the six functions developed by Clary et al (1998), and the volunteer function inventory (VFI), tested on a Likert scale. 

VFI, as developed by Clary et al (1998), uses 48 questions related to the motivations and outcomes of volunteering. However the VFI has only really been administered to psychology students, often who are receiving extra credit for having taken part. To answer 48 questions would take a considerable amount of time and therefore seems impractical, and unreasonable to expect of survey recipients. Therefore instead only 12 questions were used, comprising two questions relating to each function, one for motivation and the second for the benefit received. The two corresponding questions also meant that it was possible to test if the motivation to volunteer had met with the desired outcome. 

In addition to coding the motivation to volunteer answers in relation to the functional motivations identified by Clary et al. (1998), a second form of coded was used in response to the answers given. This was due to motivations to volunteer being stated that did not fit any of the functional motivation categories such as ‘it is local’ see table 3.1 for criteria for coding motivation.

	Motivation to volunteer
	Definition

	Career
	Volunteers are motivated by potential career benefits.

	Enhancement
	Volunteers are motivated by personal benefits. This includes free tickets, enjoyment, and enhanced confidence.

	Values
	Volunteers are motivated by values such support for conservation.

	convenience
	The role is convenient, or the zoo local.

	Sentimental
	Often referred to as a 'love' of the zoo. It can also include being emotionally attached to the zoo due to fond memories. 

	Social
	wanting to make friends, or meet new people

	Personal Interest
	The volunteer is motivated due to an ongoing personal interest, such as a love of animals or natural history.

	Altruistic
	The volunteer is motivated by the desire to help others. 


Table 3.1 – Criteria for coding motivations to volunteer. All survey responses were categorized into one of the groups. Altruistic motivation was calculated separately, with survey responses categorized as altruistic or non-altruistic. 

Due to the importance of career progression as a benefit to volunteering I also included questions related to career progression expectations as a result of volunteering, in a later section of the survey.

3.4 Semi structured interviews

The second phase of data collection was through semi structured face-to-face interviews. Interviews were carried out with a representative range of volunteers, in age, gender and time of service to the zoo. Key staff members were also targeted for interviews. The interviews of volunteers acted as an opportunity to expand upon topics raised by the survey and validate the survey results. The interviews with staff focused on staff perception of volunteering, staff perception of volunteerism motivation at ZSL, and why ZSL used volunteers. The interviews captured a broad range of staff, from the zoological director and volunteer coordinators, to team leaders and members of staff who work alongside volunteers. A list of staff interviewed and their roles is included in appendix 2.

3.5 Pilot study. 

A pilot study was carried out with ten volunteers, representative of both zoo volunteers and IoZ interns, and covering all age groups and both genders. The amount of time taken to complete the survey was recorded.  Afterwards an informal discussion was held in which to discuss the clarity of the questions asked, and if any were considered unsuitable or inappropriate. Everyone questioned was happy to answer the questions on ethnicity. However it was felt that questions regarding income could be too personal. Everyone was happy with the option of answering if their household income was; ‘living comfortably’, ‘coping’, ‘finding it difficult to manage’, or’ finding it very difficult to manage’, with the option to tick ‘I’d prefer not to say.’ However when asked if they would be willing to tick an option of monetary values for household income, it was agreed among the volunteers that they did not want to do this. So only the first question without monetary values was included. 

A few minor spelling corrections and wording clarifications were made, but generally the survey was well received. The survey took on average 10 to 20 minutes to complete. 

3.7 Calculating the economic value of volunteering. 

The total hours donated by zoo volunteers were collected from attendance records.  As discussed conventionally the value of volunteering is calculated by multiplying the hours donated by the average U.K hourly wage. For full time employment this is currently £11.87 per hour. 

However this is a much higher rate of pay than would be achieved on the zoo pay scale for the types of roles carried out by volunteers. An equivalent salary was used for that of an explainer (live interpretation staff.) This is an hourly rate of £8 for London zoo and £6 for Whipsnade zoo. Due to the acknowledgement that volunteer hours may not be equivalent to staff hours, a revised hours needed to fulfil the learning volunteers role was calculated, often more volunteers are in per day than necessary this is partly due to the lower attendance levels observed in volunteers compared to staff. The revised hours needed was then multiplied by the zoo pay rates. 

The value of the time donated by interns was calculated once again using the ZSL pay scale, IoZ staff consider that a salary of at least £20,000 per annum would need to be paid. The cost per intern is budgeted by IoZ at £2,000 per six month placement. This is due to the reimbursement of travel to IoZ and a food allowance of up to £6 per week day. To calculate the yearly value to IoZ of internships, the current number of interns was multiplied by the salary indicated for the role minus £4,000 for intern costs.  It is important to recognize however that this is based on the assumptions that the number of interns within IoZ remains constant. 

3.6 Statistical Analysis.
The interview data were analysed using the statistical package NVivo, in order to distinguish key themes and patterns from the interviews of both staff and volunteers. NVivo allows the textual data from the interviews to be coded for themes, referred to as nodes. (Gibbs 2002). The nodes allow the bringing together of ideas and assess their prevalence within the data, such as negative experience of volunteering, or career benefits associated with volunteering. Some nodes were predetermined such as career benefits whereas others were created in reaction to the answers given, such as perception of volunteers replacing paid positions.

The main theories and explanatory variables being tested for on the survey data are shown in table 3.2. Due to nature of the survey data non parametric tests were used. The analysis focused on the motivations and benefits of volunteering, and the effect of different demographic variables on these. 

A Chi-squared test was used to distinguish whether there was an association between gender, age, zoo volunteered at, and interns vs. zoo volunteers as to their declared motivation to volunteer and the benefit received, based on the open questions asking them to list three reasons. The motivations were grouped according to Clary et al (1998), motivational functions of volunteering and in a responsive coding to fit the responses given. (See table 3.1)
The intern data was compared against all zoo volunteers as to motivation and benefit, and then also against age-class 1 volunteers. This was due to all interns bar one being in age group 1. Because age was expected to have an effect on motivation and benefits of volunteering, it was controlled for by just comparing age group one interns with age group one zoo volunteers. As interns are arguably making a bigger sacrifice of time and effort than zoo volunteers (as most of them volunteer full-time for a period of a few months), the question was whether the motivation and benefits received were different to those of zoo volunteers. 

For the attitude to potential volunteering motivations and benefits the data were ordinal. Hence a Mann U Whitney test was used for binomial variables such as gender, zoo site, interns vs. zoo volunteers and interns age 1 vs. zoo volunteers and 1. For age a Kruskal-Wallis test was used due to there being 4 groups . As there were corresponding questions for both motivivation and outcome for each function it was possible to test if the desired outcome had been achieved through volunteering. 
	Explanatory variable
	
	Response variables
	
	Hypothesis
	Test used

	Age
	Motivation to and benefits from volunteering.
	Grouped by Clary et al functions of motivation
	Survey recipients asked to list up to three motivations to and benefits from volunteering.
	Age will have an effect on motivation and benefits of volunteering.
	Chi squared 

	
	
	Novel grouping (see table 3.1)
	Survey recipients asked to list up to three motivations to and benefits from volunteering.
	Age will have an effect on motivation and benefits of volunteering.
	Chi squared 

	
	
	Volunteers attitudes to VFI statements.
	Volunteers stated opinion to VFI statement
	Age will have an effect on a motivation and benefits of volunteering.
	Kruskal-Wallis

	
	Achievement of aims from volunteering
	
	The attitude scores 
	Age will have an effect on achieving the desired benefits from volunteering. 
	Kruskal-Wallis

	Gender
	Motivation to and benefits from volunteering.
	Clary et al functions of motivation
	Survey recipients asked to list up to three motivations to and benefits from volunteering.
	Gender will have an effect on motivation and benefits of volunteering.
	Chi squared 

	
	
	Novel grouping (see table 3.1)
	Survey recipients asked to list up to three motivations to and benefits from volunteering.
	Gender will have an effect on motivation and benefits of volunteering.
	Chi squared 

	
	
	Volunteers attitudes to VFI statements.
	Volunteers stated opinion to VFI statement
	Gender will have an effect on motivation and benefits of volunteering.
	Mann Whitney U

	
	Achievement of aims from volunteering
	
	The attitude scores 
	Gender will have an effect on achieving the desired benefits from volunteering. 
	Mann Whitney U

	Zoo volunteered at
	Motivation to and benefits from volunteering.
	Clary et al functions of motivation
	Survey recipients asked to list up to three motivations to and benefits from volunteering.
	Zoo volunteered at will have an effect on motivation and benefits of volunteering.
	Chi squared 


Table 3.2- Statistical analysis used to test variable against motivation and benefit to volunteer. 
	Explanatory variable
	
	Response variables
	
	Hypothesis
	Test used

	Zoo volunteered at
	Motivation to and benefits from volunteering
	Volunteers attitudes to VFI statements.
	Volunteers stated opinion to VFI statement
	Zoo volunteered at will have an effect on motivation and benefits of volunteering.
	Mann Whitney U

	
	Achievement of aims from volunteering
	
	The attitude scores 
	Zoo volunteered at will have an effect on achieving the desired benefits from volunteering. 
	Mann Whitney U

	Intern vs. zoo volunteers
	Motivation to and benefits from volunteering.
	Clary et al  functions of motivation
	Survey recipients asked to list up to three motivations to and benefits from volunteering.
	Interns and zoo volunteers will have different motivations & gain different benefits
	Chi squared 

	
	
	Novel grouping (see table 3.1)
	Survey recipients asked to list up to three motivations to and benefits from volunteering.
	Interns and zoo volunteers will have different motivations & gain different benefits
	Chi squared 

	
	
	Volunteers attitudes to VFI statements.
	Volunteers stated opinion to VFI statement
	Interns and zoo volunteers will have different motivations & gain different benefits
	Mann Whitney U

	Intern vs. zoo volunteers in age group 1
	Motivation to and benefits from volunteering.
	Clary et al functions of motivation
	Survey recipients asked to list up to three motivations to and benefits from volunteering.
	Interns and zoo volunteers will have different motivations & gain different benefits
	Chi squared 

	
	
	Novel grouping (see table 3.1)
	Survey recipients asked to list up to three motivations to and benefits from volunteering.
	Interns and zoo volunteers will have different motivations & gain different benefits
	Chi squared 

	
	
	Volunteers attitudes to VFI statements.
	Volunteers stated opinion to VFI statement
	Interns and zoo volunteers will have different motivations & gain different benefits
	Mann Whitney U

	Length of service as a volunteer
	Benefits from volunteering
	Clary et al functional groupings
	Survey recipients asked to list up to three benefits from volunteering.
	Long term volunteers will receive different benefits than volunteers of shorter service
	Kruskal Wallace


Table 3.2 continued. Statistical analysis used to test variable against motivation and benefit to volunteer.
The significance of the test values were displayed using the star method. See table 3.3

	P value
	Significance

	P > 0.05
	NS

	P<0.1
	(*)

	P< 0.05
	*

	P< 0.01
	**

	P<0.001
	***


Table 3.3- The star method of displaying significance of test values. 

4. Results. 

4.1 Survey response rate.

The survey was available for two weeks, however due to the distribution method and some volunteers being on holiday during this period it is not possible to know how many volunteers received the survey. However 137 zoo volunteers returned the survey out of a possible 472. (Table 4.1)Which gives a response rate of 29 %
4.2 Demographics of volunteers.

ZSL utilizes volunteers in a number of ways. The majority of the volunteers are formal volunteers at Whipsnade and London Zoo, with a total of 472 zoo based volunteers the majority of which are learning volunteers. (See table 4.1) Of the 137 zoo volunteers surveyed, 69% were female and 31% male. 49% of zoo volunteers are over 55, and only 24% under the age of 30. 

Of the 25 interns surveyed, all were aged 20 to 30 years, except one 40 year old. 6 are male and 19 are female. 

	Role
	ZSL London Zoo
	ZSL Whipsnade Zoo
	Total

	
	
	
	

	Learning volunteer
	185
	151
	336

	Outreach volunteer
	21
	0
	21

	Keeper volunteer
	62
	16
	78

	Library volunteer
	14
	0
	14

	Membership volunteer
	6
	8
	14

	Horticulture volunteer
	1
	2
	3

	Conservation volunteer
	-
	4
	4

	Interpretation volunteer
	-
	1
	1

	Office volunteer
	1
	0
	1

	
	
	
	

	Total
	290
	182
	472


Table 4.1 – Total number of each type of volunteer, for each zoo site. 

The volunteers surveyed at both zoos, were composed of a majority of Caucasian individuals, with a much lower percentage of ethnic minorities than found in the general U.K population; just 2% at Whipsnade, and 5% at London zoo compared to 7.9% of the U.K population. (Office of National statistics based on U.K. census data.)

Zoo volunteers are also significantly economically more secure than the general U.K population (Chi square test, X²= 5.329, df= 2, sig = 0.00). No zoo volunteers reported finding it very difficult to manage compared to 3% of the general U.K. population (Source: British Social Attitudes). 55% of zoo volunteers reported living comfortably compared to just 39% of the U.K. population. Whipsnade zoo volunteers are more content with their household income than London zoo volunteers. Also as age of the volunteer increases so does financial security, with 36% of age 1 volunteers stating that their income was comfortable compared to 67% of age 4 volunteers.

	
	
	
	
	Age
	
	
	
	

	Income
	U.K population
	London Zoo
	Whipsnade Zoo
	1
	2
	3
	4
	All zoo volunteers.

	Living Comfortably
	39
	49
	61
	36
	57
	59
	67
	55

	Coping
	44
	51
	31
	54
	39
	28
	33
	41

	Finding it difficult to manage
	13
	0
	8
	11
	4
	0
	0
	4

	Finding it very difficult to manage
	3
	0
	0
	0
	0
	0
	0
	0


Table 4.2 – Survey recipients were asked ‘How would you describe your household income.’ Displayed as percentages, after removal of I’d prefer not to say. 13% of volunteers answered ‘I’d prefer not to say’ N= 135, U.K incomes source: British Social Attitudes Survey, National Centre for social research. 

During the staff interviews, especially with the volunteer coordinators, staff had the perception that volunteers were in part motivated by a strong connection to the zoo, and that Whipsnade volunteers were more likely to have been regular visitors and thus hold an affection for the zoo. However the results show a surprisingly low previous association with the zoo. Only 8 % of Whipsnade volunteers were members before volunteering, compared to 25 % of those at London Zoo. 

4.3 Motivation of zoo volunteers. 

Based on the assumption that people can carry out the same task for different reasons, the motivation for volunteering with ZSL was explored. Survey recipients listed up to three reasons as to why they had begun volunteering. The reasons were coded and grouped according to the six functions identified by Clary et al (1998) Displayed in table 4.3. 

When asked to list the motivation behind volunteering, for all groups values was the most important motivation to all the age groups. Accounting for almost half of the reasons to over a third for all age groups.  Age group 2, (49%, N=77), and over a third for age group 1 (35%, N=83.) This accounts for reasons such as wanting to support ZSL. One of the reasons why this value is so high is that it includes a love of animals, as this is a person value. Values should not be confused with altruistic motivation. When personal interests are removed from values they only equate for around half the reason given for starting to volunteer. 

For age group groups 1 and 2 the second most important motivation to volunteer is the desire for enhanced learning. With 22% of total reasons given for both age groups. This reflects the desire by many younger volunteers to both learn from volunteering, but also to impart their knowledge and passion for conservation onto zoo visitors. 

For the older volunteers understanding was still an important motivation, with 17% of total reasons given relating to this. However enhancement was the most second most important factor for age groups 3, 26% of total reasons. This reflects that many of the older volunteers are looking for new experiences, often to replace loss of stimulation after retirement, or children becoming less dependent. 

For age group 4, social benefits (20%) are the second most important reasons for volunteering, closely followed by enhancement (19%) and understanding (17%), once again this is a reflection on the desires to actively age, to despite being retired to still be gaining new experiences. The increased importance of social benefits from volunteering could be explained by as group 4 are all over 65, they are likely to have lost the social interactions provide by the work place, also friends are likely to have moved away, or have deteriorating health or mobility, so they are wishing to gain a new form of social interaction. Volunteering due to protective motivation is not common for any of the groups. 

The motivation between male and female volunteers is similar. For both groups once again values are the most important motivational function. (Males, 45%, N=103, Females 35%, N=209). Increased understanding, social benefits and enhancement are then the next most important motivations to volunteer. 

Values remained the most important motivation volunteers regardless of the zoo volunteered at. However the second most important motivation (22%, N=103), for London zoo volunteer was enhanced understanding, whereas for Whipsnade so it was enhancement (22%, N-209.) This is probably due to the age and gender differences between the two zoos. 

For the interns as expected the most important motivation was for potential career progression, with almost half of all the reasons given for volunteering relating to this. (49%, N=62.), Understanding was also an important function of motivation, with 42%. This reflects that the interns are motivated to donate several months of their time unpaid, as they believe that they will benefit from career progression, and increased understanding and skills.

Protective motivation for volunteering, such as wishing to feel better about, or escaping personal problems through volunteering was not a commonly cited motivation for volunteering. However the significant association between age and protective function could be indicative that people were not willing to state reasoning such as ‘I volunteer to feel less lonely‘, as a motivation, due to social stigma attached to loneliness. However despite this, two survey recipients were willing to state that they had begun volunteering after mental illness, and that the zoo was a form of rehabilitation.  A third survey recipient stated that volunteering was a release, an escape from caring for her three children, an activity done just for her benefit. Volunteering acting as an escape was mentioned during the interviews with several of the retired volunteers.  Volunteering was described as ‘ my therapy,’ with a second volunteer who had started volunteering when her daughter went to secondary school 21 years ago saying, ‘It a release, you come up here, and any problems you just forget about them, you come away feeling better about yourself.’

	
	
	
	
	
	Age
	
	
	
	Gender
	

	Motivation
	Zoo
	Intern
	LZ
	WZ
	1
	2
	3
	4
	Male
	Female

	Career
	6
	52
	8
	4
	20
	3
	0
	0
	9
	5

	understanding
	16
	38
	22
	11
	22
	22
	17
	17
	13
	19

	Values
	42
	8
	39
	45
	35
	49
	42
	44
	48
	39

	Social
	16
	0
	16
	16
	12
	13
	12
	20
	14
	18

	Protective
	1
	0
	1
	2
	0
	1
	3
	0
	0
	1

	Enhancement
	18
	2
	14
	22
	11
	12
	26
	19
	17
	18


Table 4.3 -Survey recipients were asked to list up to three reasons as to why they choose to volunteer with ZSL. . Displayed as a percentage. Total N = 324. 

The demographic factors of age, gender, and zoo volunteered at were tested for association with motivation, using the functions of motivation identified by Clary et al (1998) (Table 4.4)

Age was significant for both Career and motivation for enhanced understanding. Younger volunteers are significantly more likely to be motivated by career benefits than older volunteers (X²=89.060, d.f =3, p=0.00). Some older volunteers did state that volunteering would benefit their careers, but indirectly by providing contacts for their business or enhancement for their C.V. Younger volunteers were significantly more likely to be motivated by the desire for enhanced understanding this  function also includes wishing to use skills or teach others.  This motivation was emphasised in the interviews with the younger volunteers, many of whom had biological science qualifications, such as zoology degrees, or were passionate about conservation, and wanted the opportunity to inspire the zoo visitors, especially children.  Understanding was also almost significantly associated with zoo volunteered at and gender, with London Zoo volunteers and male volunteers more likely to be motivated by increased understanding. This could be due to London zoo volunteers having a higher level of education than Whipsnade volunteers, likewise male volunteers are more likely to have been educated to degree level or above and thus, are more likely to value and pursue learning. 

The motivation of understanding was not effect gender of the volunteer; however it was significant for zoo. London zoo volunteers are significantly more likely to be motivated by the desire for enhanced understanding than Whipsnade zoo volunteers (X²=4.848, degrees of freedom =1, p=0.028). This could be due to London zoo volunteers having a higher education standard than the Whipsnade zoo volunteers. They are therefore arguably more likely to have transferable skills and have a desire to continue learning. 

None of the other functions of motivations were affected by gender, zoo volunteered at or age. (See table 4.4)
	Factor
	Function
	p value
	significance
	Implication.

	Career
	Age
	0.000
	****
	Younger volunteers are more likely to be motivated by career benefits when volunteering. 

	
	zoo
	0.135
	NS
	

	
	Gender
	0.234
	NS
	

	Understanding
	Age
	0.043
	*
	Younger volunteers are significantly more likely to be motivated to volunteer due to a desire for enhanced understanding. 

	
	zoo
	0.028
	*
	London zoo volunteers are more likely to be motivated by the desire for increased learning and understanding than Whipsnade volunteers. 

	
	Gender
	0.315
	NS
	

	Values
	Age
	0.247
	NS
	

	
	zoo
	0.515
	NS
	

	
	Gender
	0.149
	NS
	

	Social
	Age
	0.347
	NS
	

	
	zoo
	0.149
	NS
	

	
	Gender
	0.547
	NS
	

	Protective
	Age
	
	
	

	
	zoo
	
	
	

	
	Gender
	
	
	Protective motivation was only stated by female volunteers. 

	Enhancement
	Age
	0.232
	NS
	

	
	zoo
	0.135
	NS
	

	
	Gender
	0.67
	NS
	


Table 4.4 – The association between volunteer demographics and the motivation to volunteer were tested using the Chi squared test. Age df=3, zoo d.f =1, gender d.f = 1. Career N = 29, Understanding N= 53, Values N= 137, Social N= 52, Protective N=4, Enhancement N=59. Total reasons given = 224.

The responses for motivation were also grouped in a novel way in response to the answers given. (See table 4.5) 

Career motivation was associated with age, with younger volunteers significantly more likely to be motivated for career benefits (X²=44.59. degrees of freedom = 3, p=0.000).

Motivation to volunteer to fulfil personal values, such as supporting ZSL, was almost significantly associated with gender. Male volunteers are more likely to be motivated to volunteer due to personal values than female volunteers. (X²=3.195, d.f=1, p=0.059) However it is important to clarify that values are not the same as altruistic motivation, which had no significant association with any demographic. Males volunteers although they may be fulfilling personal values, it doesn’t mean that this motivation is altruistic. For example one could love animals so by volunteering this function is fulfilling however this is not necessarily an altruistic motivation, as the benefit may be completely personal. 

Although the novel motivations are not as robust as those created by Clary et al (1998), this method revealed motivations that were not apparent under the functional approach. The decision to volunteer due to convenience such as it being local, or fitting in with other commitments, was significantly associated with age, with older volunteers being significantly more likely to volunteer due to it being a convenient activity than younger volunteers. (X²=15.568, D.f=1, p=0.00) This finding could be used to suggest that ZSL is providing a service to the local community through its volunteering scheme. 

	
	Function
	p value
	significance
	Implication.

	Career
	Age
	0
	***
	Younger volunteers are significantly more likely to be motivated by career benefits, when volunteering. 

	
	zoo
	0.121
	NS
	

	
	Gender
	0.268
	NS
	

	Enhancement
	Age
	0.788
	NS
	

	
	zoo
	0.882
	NS
	

	
	Gender
	0.228
	NS
	

	Values
	Age
	0.144
	NS
	

	
	zoo
	0.617
	NS
	

	
	Gender
	0.059
	(*)
	Male volunteers are more likely to volunteer to fulfil personal values

	Convenience
	Age
	0
	***
	Older volunteers are more likely to volunteer due to the role being convenient to their lifestyle than younger volunteers. 

	
	zoo
	0.651
	NS
	

	
	Gender
	0.663
	NS
	

	Sentimental
	Age
	0.526
	NS
	

	
	zoo
	0.602
	NS
	

	
	Gender
	0.561
	NS
	

	Social
	Age
	0.609
	NS
	

	
	zoo
	0.808
	NS
	

	
	Gender
	0.329
	NS
	

	Personal
	Age
	0.693
	NS
	

	
	zoo
	0.352
	NS
	

	
	Gender
	0.558
	NS
	

	Intrinsic
	Age
	0.161
	NS
	

	
	zoo
	0.661
	NS
	

	
	Gender
	0.22
	NS
	


Table 4.5 – The association between volunteer demographics and the motivation to volunteer were tested using the Chi squared test. Age df=3, zoo d.f =1, gender d.f = 1. Career N = 29, Enhancement = 70, Values= 81, Convenience = 38, Sentimental =27, Personal =52, Intrinsic = 60.
Attitudes to the functional motivations to volunteer was also tested with a likert scale, with the questions based on the function identified by Clary et al (1997), (table 4.6)

Age was once again highly significant for both motivation for career progression and enhanced understanding, younger volunteers were significantly more likely to be motivated by career progression (Kruskal-Wallis, test statistic = 89.060, p = 0.00), and a desire for enhanced understanding. (test statistic = 18.5, p=0.00). 

The zoo volunteered at was also highly significant for motivation by career progression. London Zoo volunteers are significantly more likely to be motivated by career progression than Whipsnade zoo volunteers. (Mann Whitney U test, U= 1389.5. p= 0.00) 

Gender was significant for motivation for Personal Enhancement. Female volunteers were significantly more likely to be motivated to volunteer to gain personal enhancement. (Mann Whitney U test, U= 1031.5, p= 0.013)

Gender was almost significant for motivation by personal values and protective reasons. With male volunteers being more likely to be motivated by personal values than female volunteers. (Mann Whitney U test, U = 1301, p = 0.084.) Whereas female volunteers are significantly more likely to be motivated by protective motivation (Mann Whitney U test, U=1041


	Factor
	Function
	p value
	Significance
	Implication.

	Career
	Age
	0.000
	***
	Younger volunteers are significantly more likely to be motivated by career benefits from volunteering. 

	
	zoo
	0.001
	**
	London zoo volunteers are more likely to be motivated by career progression.

	
	Gender
	0.126
	NS
	

	Understanding
	Age
	0.046
	*
	Younger volunteers are significantly more likely to be motivated by the desire for increased understanding.

	
	zoo
	0.062
	(*)
	London zoo volunteers are more likely to be motivated by desire for enhanced understanding than Whipsnade volunteers. 

	
	Gender
	0.094
	(*)
	Male volunteers are more likely to be motivated by the desire of enhanced understanding than female volunteers. 

	Values
	Age
	0.336
	NS
	

	
	zoo
	0.247
	NS
	

	
	Gender
	0.879
	NS
	

	Social
	Age
	0.810
	NS
	

	
	zoo
	0.287
	NS
	

	
	Gender
	0.432
	NS
	

	Protective
	Age
	0.035
	*
	Older volunteers are significantly more likely to be motivated for protective reasons. 

	
	zoo
	0.035
	*
	Older volunteers are more likely to be motivated by protective motivations. 

	
	Gender
	0.053
	(*)
	Female volunteers are more likely to be motivated by protective reasons.

	Enhancement
	Age
	0.659
	NS
	

	
	zoo
	0.515
	NS
	

	
	Gender
	0.135
	NS
	


Table 4.6. Motivation to volunteer, using the functions of motivation as identified by Clary et al, measuring the importance of each function on a Likert scale. (1998), Chi squared test Zoo N = 131,D.f =1 ,  Gender N = 128, D.f = 1 Age N = 123, D.F = 3. 

4.4 Motivation to volunteer for an internship compared to being a zoo volunteer.
The internships at the Institute of Zoology and Conservation Programs demand a higher level of time commitment, and a higher level of skill. Therefore as the intern is arguably donating a higher level of resources are their motivations different to those of the zoo volunteers.

There was a significant difference between the motivations of the interns to that of the zoo volunteers. Interns were significantly motivated more by career progression than the zoo volunteers (X²= 23.18, d.f= 1, p=0.00) and zoo volunteers in age group1. Interns were also significantly more likely to be motivated by the desire for enhanced understanding than both the zoo volunteers(X²=5.87, d.f=1, p=0.01) and the age 1 volunteers. (X²=18.74, d.f=1, p=0.00)
	Motivation
	vs.
	P
	Significance
	Implications

	Career
	Zoo volunteers
	0
	***
	Interns are significantly more likely to be motivated by career progression when volunteering, than zoo volunteers.

	
	Age 1 volunteers
	0
	***
	Interns are significantly more likely to be motivated by career progression when volunteering, than age 1 zoo volunteers.

	Understanding
	Zoo volunteers
	0.01
	*
	Interns are significantly more likely to be motivated by the desire for enhanced understanding than zoo volunteers.

	
	Age 1 volunteers
	0
	***
	Interns are significantly more likely to be motivated by the desire for enhanced understanding than age 1 zoo volunteers.

	Values
	Zoo volunteers
	0
	***
	Zoo volunteers are significantly more likely to be motivated by the desire to meet personal values than interns. 

	
	Age 1 volunteers
	0
	***
	Age 1 zoo volunteers are significantly more likely to be motivated by the desire to fulfil personal values than interns.

	Social
	
	
	
	No interns listed social motivation for volunteering

	Protective
	Zoo volunteers
	
	
	Only zoo volunteers listed protective reasons to volunteer.

	
	Age 1 volunteers
	
	
	No interns or age 1 volunteer’s listed protective motivation to volunteer. 

	Enhancement
	Zoo volunteers
	0
	****
	Zoo volunteers are significantly more likely to be motivated for personal enhancement than interns.

	
	Age 1 volunteers
	0.06
	(*)
	Age 1 volunteers are more likely to be motivated for personal enhancement than interns. 


Table 4.7 Motivation of interns compared to all zoo volunteers and age group 1 volunteers. Chi squared test with 1 d.f. For motivation of zoo volunteers N = 312, Age 1 zoo volunteers = 75, Interns = 70.

Motivation to volunteer- Semi structured interviews. 
In the interviews with volunteers, older volunteers often talked of being motivated to volunteer due to a change of circumstances. For both genders, retiring had often acted as a prompt to begin volunteering. For some female volunteers who didn’t work, they began volunteering once children began secondary school, in order to fill their time. Some of the volunteers had a long standing relationship with the zoo and this triggered their interest in volunteering, others however were attracted by the role, such as wishing to be outside, or working with children. 

Younger volunteers generally had a background in biological sciences and were motivated by the desire to further their potential career in the field of biology and conservation. Although some had degree or masters qualifications in Biology related subjects, others did not, and they saw the zoo as an opportunity to gain vital experience and even employment with ZSL. 

When staff were questioned regarding volunteers’ motivations there were significant differences. Staff at the Institute of Zoology (IoZ) considered that the interns were motivated primarily for career and experience. Zoo staff seemed less sure as to the motivation of zoo volunteers. It was often considered that the volunteers were motivated due to an affection for the zoo, or because they wanted to support the aims of ZSL.

Motivation for career purposes was the area with the most disparity. For staff with contact with assistant volunteers it depend on personal experience, for example with the keeper volunteers, a keeper who worked alongside the volunteers knew some volunteered due to a personal interest in the animals, whereas others were hoping to gain employment. The two volunteer coordinators, however, were not keen on accepting volunteers who were motivated to gain experience for their C.V.’s or even employment. When questioned as to why, they both shared the view that volunteers motivated by career progression would be less reliable. 

This attitude is in direct contrast to that of the Zoological Director, who views volunteering as an important arena in which training and experience can be gained. This is partly due to personal experience of having volunteered himself as a 14year old, and this having acted as a route into a career in the zoo community. 

4.5 Benefits from volunteering. 
The effect of demographic factors on benefits received are shown in Table 4.8. 

There is a highly significant association between age and the perception of receiving career prospects enhancement as a benefit of volunteering. Younger people were significantly more likely to believe that they had benefited in ways related to career progression. (X²=23.715, p=0.00, d.f=3) Younger volunteers are significantly more likely to believe that they have gained enhanced understanding benefit from having volunteered. (X²=10.422, p= 0.015 d.f=3.)  Older volunteers however are significantly more likely to consider that they had benefited by fulfilling personal values, such as having done something worthwhile, (X²=8.089, p=0.044, d.f=3), or in protective ways, such as volunteering making them feel better about themselves ( X²=10.417, p=0.015, d.f=3). Older volunteers were also significantly more likely to have benefited in intrinsic ways by volunteering (X²=9.609, p = 0.022 d.f=3). The zoo volunteered at had no significant effect on the benefit to the volunteer. Male volunteers were almost significantly more likely to believe that they have benefited by volunteering allowing them to fulfil personal values than female volunteers (X²=3.106, p=0.078, d.f=1). This appears to stem from retired male volunteers being more likely to feel that they had benefited by doing something ‘worthwhile’ will their time, due to the desire to remain useful in retirement. Male volunteers were also almost significantly more likely to feel that they had gained intrinsic values from volunteering; This is due to once again the retired male group seeming to have a desire to volunteer to remain and active in the community despite retirement. The change in benefits depending on time volunteered was also contrasted. Volunteers of a shorter time of service to ZSL are significantly more likely to have benefited from career prospects enhancement by volunteering, and also from having fulfilled personal values. It is likely that this significance is partly due to age, volunteers of more than ten years service are in the older age groups are therefore less likely to gain from career enhancement. 
	Benefit
	Factor
	P
	
	Implications

	Career
	Age
	0
	***
	Younger people have a higher association with career progression from volunteering.

	
	Zoo
	0.7
	NS
	

	
	Gender
	0.7
	NS
	

	
	Time as volunteer
	0.03
	*
	Volunteers  of less than 2 years service are more likely to see career progression as a benefit of 

Volunteering than longer serving volunteers.

	Understanding
	Age
	0.015
	*
	Younger people are more likely to benefit in enhanced understanding than older people.

	
	Zoo
	0.75
	NS
	

	
	Gender
	0.514
	NS
	

	
	Time as volunteer
	0.006
	**
	Volunteers of less than 2 years service are more likely to see gained understanding as a benefit of volunteering.

	Values
	Age
	0.044
	*
	Older people are more likely to consider helping a worthy cause is a benefit of volunteering with ZSL. 

	
	Zoo
	0.617
	NS
	

	
	Gender
	0.078
	(*)
	Men are more likely to consider fulfilling personal values, like doing something worthwhile as a benefit of volunteering with ZSL.

	
	Time as volunteer
	0.846
	NS
	

	Social
	Age
	0.399
	NS
	

	
	Zoo
	0.101
	NS
	

	
	Gender
	0.375
	NS
	

	
	Time as volunteer
	0.391
	NS
	

	Protective
	Age
	0.015
	*
	Older people are more likely to consider 'protective' reasons as a benefit of volunteering. 

	
	Zoo
	0.651
	NS
	

	
	Gender
	0.7
	NS
	

	
	Time as volunteer
	0.116
	NS
	

	Enhancement
	Age
	0.469
	NS
	

	
	Zoo
	0.519
	NS
	

	
	Gender
	0.606
	NS
	

	
	Time as volunteer
	0.317
	NS
	

	intrinsic
	Age
	0.022
	*
	Older people are more likely to consider Altruistic benefits, as a benefit of volunteering. 

	
	Zoo
	0.617
	NS
	

	
	Gender
	0.051
	(*)
	Gender is almost significant; men are more likely to have reported altruistic benefits than females. 


Table 4.8. The effect of demographic variables on perceived benefit received from volunteering. Total N= 312.
Attitudes to the potential received benefits were tested, by using a Likert scale response to statements related to the possible benefits of volunteering. The agreement with the functions to volunteer statements regarding benefit show that there is a significant association between age and to have positively agreed with a statement regarding career progression. Younger volunteers are significantly more likely to perceive career benefits from having volunteered with ZSL, than older volunteers. There is also a significant association between zoo and career benefits, with London zoo volunteers significantly more likely to consider that they had received career benefits. This could be due to be due to the effect of age as London zoo has a higher level of volunteers below the level of retirement. Arguably London zoo due to employing more people could have a greater employment potential for those seeking direct career benefits of being employed by ZSL. Age also has an effect on the likelihood of perceiving social and protective benefits from volunteering. Older volunteers were significantly more likely to agree with statements regarding social and protective benefits than younger volunteers. This reflects earlier findings where no age 1 volunteers stated protective motivation and benefit for volunteering. 
	Benefit
	Factor
	P
	Significance
	Implications

	Career
	Age
	0
	***
	Younger people have a higher association with career progression from volunteering.

	
	Zoo
	0.01
	*
	London zoo volunteers are more likely to obtain career benefits than those at Whipsnade zoo. 

	
	Gender
	0.527
	NS
	

	Understanding
	Age
	0.306
	NS
	

	
	Zoo
	0.608
	NS
	

	
	Gender
	0.304
	NS
	

	Values
	Age
	0.59
	NS
	

	
	Zoo
	0.413
	NS
	

	
	Gender
	0.818
	NS
	

	Social
	Age
	0.012
	*
	Older people are more likely to obtain social benefits from volunteering

	
	Zoo
	0.826
	NS
	

	
	Gender
	0.046
	*
	Women are more likely to gain social benefits than men. 

	Protective
	Age
	0.041
	*
	Older people are more likely to consider 'protective' reasons as a benefit of volunteering. 

	
	Zoo
	0.165
	NS
	

	
	Gender
	0.131
	NS
	

	Enhancement
	Age
	0.202
	NS
	

	
	Zoo
	0.285
	NS
	

	
	Gender
	0.536
	NS
	


Table – 4.9 Survey recipients were asked to state on a five point likert scale to how much they agreed to statements regarding benefits from volunteering. Age was tested with the Mann Whitney U test, Age and Gender with Kruskal-Wallis, degrees of freedom = 3. 
Interns are significantly more likely to perceive career benefits from volunteering than zoo volunteers, and age 1 volunteers. (Table 4.10) Interns are  also significantly more likely to have received enhanced understanding compared to zoo volunteers. However there is no significant difference between the perceived understanding benefits to interns and the age 1 volunteers.  Zoo volunteers are significantly more likely than interns to perceive that they have received social, personal enhancement and benefited by fulfilling their personal values than interns. 

Age 1 zoo volunteers are significantly more likely to have benefited socially and through personal enhancement than interns. However there is no significant difference between the perception of fulfilling personal values between interns and age 1 zoo volunteers. No interns or age 1 volunteer’s listed protective benefits, such as feeling better about personal problems by volunteering. 

	Benefit
	vs.
	P
	Significance
	Implication

	Career
	Zoo volunteers
	0
	****
	Interns are more likely to have received career benefits from volunteering, than zoo volunteers.

	
	Age 1 volunteers
	0
	****
	Interns are more likely to have received career benefits from volunteering than age 1 zoo volunteers.

	Understanding
	Zoo volunteers
	0.017
	*
	Interns are more likely to have benefited from enhanced understanding than zoo volunteers.

	
	Age 1 volunteers
	0.77
	NS
	There is no significant difference between interns and age 1 zoo volunteers in benefiting from enhanced understanding.

	Values
	Zoo volunteers
	0
	****
	Zoo volunteers are more likely to have benefited in fulfilling personal values than interns.

	
	Age 1 volunteers
	0.175
	NS
	There is no significant difference between interns and age 1 zoo volunteers in benefiting from fulfilling personal values.

	Social
	Zoo volunteers
	0
	****
	Zoo volunteers are more likely to have benefited in social enhancement than interns.

	
	Age 1 volunteers
	0
	****
	Age 1 zoo volunteers are more likely to have benefited in social enhancement than interns.

	Protective
	Zoo volunteers
	
	
	Only zoo volunteers listed protective benefits.

	
	Age 1 volunteers
	
	
	No interns or age 1 zoo volunteers listed protective benefits from volunteering.

	Enhancement
	Zoo volunteers
	0
	****
	Zoo volunteers were more likely to have benefitted from personal enhancement than interns.

	
	Age 1 volunteers
	0
	****
	Age 1 zoo volunteers are more likely to have benefited from personal enhancement than interns. 


Table 4.10- Benefits of volunteering. The variation in perceived benefits of interns and zoo volunteers. Zoo volunteers N= 335, Age 1 zoo volunteer N = 76, Interns N= 68.
4.5 Employment prospects from volunteering. 
Few unemployed people volunteer within ZSL, with only 5 survey respondents being registered unemployed. Of these only 2 felt that volunteering would affect their employment potential. 

Overall as expected, some volunteers did feel that volunteering would improve employment prospects. With 25% of all volunteers reporting that they expected it to have a positive effect on employability, with 50% of age group 1 reporting this. 

Using a Chi squared test, it was shown that there is a significant difference between the two zoos. Volunteers at London Zoo were significantly more likely to think that volunteering will increase their employment prospects. (X²=4.989, p=0.026, d.f=1.)

There was not a significant difference between the two zoo sites. (X²=0.641, p=0.424, d.f=1.)

As expected there was a significant difference between the different age groups. Younger people were significantly more likely to think that volunteering would improve career prospects. (X²=79.920, p=0.00, d.f = 3)

Of those that considered volunteering as likely to improve their career prospects, 54%, felt that it would increase their chances of being employed by an organisation such as ZSL, 38% felt that it would increase overall employment prospects, with the final 8 % expecting that it will increase the chances of being accepted for further training. 
4.7 Achieving the desired outcome from volunteering. 

Due to having the corresponding statements as to motivation to volunteer and the outcome it was possible to test if the volunteering within ZSL was providing the desired results. (Table 4.11) Zoo volunteered at and gender had no effect on meeting the desired outcome from volunteering. Age however was significant. Younger volunteers were less likely to meet the desired career benefit outcome than older volunteers. (N= 127, p=0.000, test statistic = 29.915), This has to been interpreted carefully, the older volunteers have no motivation for career benefit and receive none, so have technically reached the desired outcome. Younger volunteers in contrast have are motivated by career enhancement, but many are not reaching the desired outcome. The same is true for understanding. (N=127, p=0.000, test statistic = 6.569) This suggests that ZSL is currently not providing the desired outcomes of younger volunteers. 

In contrast for protective motivation, this is not valued as important to younger volunteers, but they do receive protective values. So whereas older volunteers want the protective enhancement the younger volunteers do not seek it, but receive it from the role. (test statistic=26.727, N=127, p=0.00)

	Benefit
	Factor
	P
	Significance
	Implications

	Career
	Age
	0.000
	***
	Younger volunteers are less likely to achieve the desired career outcomes from volunteering.

	
	Gender
	0.285
	***
	

	
	Zoo
	0.140
	NS
	

	Understanding
	Age
	0.087
	(*)
	Younger volunteers are less likely to achieve the desired understanding outcomes from volunteering.

	
	Gender
	0.608
	NS
	

	
	Zoo
	0.165
	NS
	

	Values
	Age
	0.306
	NS
	

	
	Gender
	0.413
	NS
	

	
	Zoo
	0.118
	NS
	

	Social
	Age
	0.624
	NS
	

	
	Gender
	0.826
	NS
	

	
	Zoo
	0.884
	NS
	

	Protective
	Age
	0.000
	***
	Younger volunteers receive protective benefits to a greater extent than they aim to

	
	Gender
	0.615
	NS
	

	
	Zoo
	0.370
	NS
	

	Enhancement
	Age
	0.335
	NS
	

	
	Gender
	0.285
	NS
	

	
	Zoo
	
	
	


Table 4.11. The effect of demographic variables in meeting the desired outcome of volunteering. Kruskal Wallace test for age, Mann Whitney U for gender and zoo. N=127

Between age 1 volunteers and interns there was also a significant difference in the achievement of volunteering aims. Interns were almost significantly more likely to meet career (T=7.04, Z=-3.00, P=0.03), and understanding aims (T=5, p=0.096, Z=1.667.) Interns were also significantly more likely to receive the desired enhancement aims. This suggests that because interns are donating a greater level of resource and skill, they are more likely to receive their desired outcomes. Interns have a greater level of input from staff, and are in a more scientific role, which could partly explain it also.

	Motivation
	p
	significance
	Implication

	Career
	0.03
	(*)
	Interns are almost significantly more likely to meet their career aims in volunteering

	Values
	0.408
	NS
	

	Enhancement
	0
	***
	Interns are significantly more likely to receive the desired level of enhancement than interns.

	Understanding
	0.096
	(*)
	Interns are almost significantly more likely to meet their understanding motivation than age 1 volunteers

	Social
	0.870
	NS
	

	Protective
	0.62
	NS
	


Table 4.12 – Achieving the desired outcome of volunteering, comparing age 1 volunteers with interns. Wilcox paired t test. N=60

4.8 Training and support.

Learning new skills an important motivation for many to volunteer, likewise for ZSL to achieve a high level of competency training is important. Overall satisfaction for both training and support was high. (Table 4.13)  However both training and support was considered less adequate in comparison to a U.K survey. This could be due to the demanding roles at ZSL,

	
	Whipsnade zoo
	London Zoo
	Interns
	U.K volunteers

	Training
	
	
	
	

	Very adequate
	60 (43)
	43 (25)
	40 (10)
	64

	Fairly adequate
	38 (27)
	53 (31)
	56 (14)
	32

	fairly inadequate
	2(1)
	3 (2)
	4 (1)
	2

	very inadequate
	0
	0
	0
	2

	Advice and support

	Very adequate
	55 (39)
	 34 (20)
	56 (14)
	58

	Fairly adequate
	41 (29)
	59 (34)
	 36 (9)
	35

	fairly inadequate
	3 (2)
	7 (4)
	4 (1)
	4

	very inadequate
	 1 (1)
	0
	4 (1)
	3


Table 4.13 Volunteers were asked to state satisfaction with training, advice and support when volunteering. The first figure is the percentage; the figure in brackets is the actual value. This was then compared with the results of the same question being asked to general volunteers for a U.K wide survey. (U.K survey N = 285, WZ, N= 71, LZ, N= 58, Interns= 25.) U.K data source Low et al (2007)

4.9 Personal tradeoffs by volunteering. 

Volunteering time and effort involves a trade off between other commitments and alternative activities. However despite this 35% of volunteers of all zoo volunteers would be willing to commit more time to the zoo. The majority wishing this to be for special events, or on a more flexible basis. 

 Between the different demographic groups different tradeoffs had occurred. (Table 4.14) Between the two zoos, at London Zoo work commitments was the main barrier to volunteering closely followed by family commitments. At Whipsnade Family commitments were the primary barrier, then work commitments. 

Between the age groups there was also a difference. For age group 1, work commitments and financial constraints were the main barriers, for older volunteers there is a shift, with family commitments, hobbies and volunteering at other organisations acting as a barrier to volunteering more at ZSL

For all demographic groups the main trade off occurred when choosing to volunteer is lost leisure time.(Table 4.14 & 4.15)  In all groups likewise, volunteering at a similar organisation was a common perception of how they would spend their time instead. This suggests that volunteering as an activity is more rewarding either intrinsically or extrinsically than alternative leisure activities.
	
	
	
	Age
	
	
	

	Barrier to spending more time volunteering
	LZ
	WZ
	1
	2
	3
	4

	Family commitments
	24
	30
	14
	27
	22
	48

	Financial
	12
	7
	20
	13
	2
	0

	Health problems
	0
	1
	0
	2
	0
	0

	Work commitments
	33
	22
	45
	42
	17
	0

	Volunteering at another organisation. 
	8
	19
	2
	8
	27
	21

	Time spent on a hobby.
	14
	16
	14
	6
	17
	24

	Other
	8
	5
	4
	2
	15
	7


Table 4.14- Barriers to spending more time volunteering. Displayed as percentages. (LZ, N=58, WZ=71, Age 1, N=30, Age 2 N =27,Age 3 N=35, Age  4=37.)

	
	
	
	Age
	
	
	

	Replacement activity
	LZ
	WZ
	1
	2
	3
	4

	Volunteering at a similar organisation
	25
	23
	20
	28
	24
	25

	Volunteering more at an organisation already volunteered with. 
	8
	15
	0
	14
	20
	18

	Leisure time, such as a hobby, or time spent with family and friends.
	51
	50
	54
	45
	44
	57

	Paid work
	12
	11
	23
	14
	4
	0

	Other
	4
	2
	3
	0
	8
	0


Table 4.15- Perceived activity that would replace time spent volunteered. Displayed as percentages. (LZ, N=58, WZ=71, Age 1, N=30, Age 2 N =27,Age 3 N=35, Age  4=37.)
4.10 Economics of volunteering.

In the last 12 months zoo volunteers have donated a total of 70,556 hours.( See table 4.16) Using the conventional method to calculate the monetary  value of the time donated, by multiplying the average U.K wage it would place the value of zoo volunteers at £837,499.72. However when the hours were revised for the learning volunteers to be equivalent for the staff hours that would be needed, and the pay was calculated on the zoo pay scale the figure was less than half that figure at £397,012. 

	Role
	ZSL London Zoo
	ZSL Whipsnade Zoo
	Total

	 
	 
	 
	 

	Learning volunteer
	26076
	14736
	40812

	Outreach volunteer
	4725
	-
	4725

	Keeper volunteer
	17360
	4480
	21840

	Library volunteer
	1890
	-
	1890

	Membership volunteer
	6
	8
	14

	Horticulture volunteer
	60
	120
	180

	Conservation volunteer
	-
	600
	600

	Interpretation volunteer
	-
	270
	270

	Office volunteer
	225
	-
	225

	 
	 
	 
	 

	Total
	50342
	20214
	70556


Table 4.16 – Total hours volunteered in the last 12 months, based on zoo attendance records. 
	Method
	London Zoo
	Whipsnade Zoo
	Total

	Conventional
	£ 597,559.54
	£239,940.18
	£837,499.72

	Zoo wages
	£402, 736
	£121,284
	£524,020

	Equivalent hours and zoo wages
	£333,904
	£63,108
	£397,012


Table 4.17 – The economic value of volunteering for the two zoos. The conventional method uses the average U.K hourly wage of £11.87 (source- www.statistics.gov.uk)

The volunteering department does have a budget however of £127,000 for the two zoos. This includes the employment of a London Zoo volunteer office and ZSL wide volunteer manager, with an additional £6,650 contributed from human resources for Christmas entertainment. 

Volunteers are offered a range of benefits. To ensure equality all volunteers receive the same benefits, regardless of role or hours volunteered. (See table 4.18) The benefits to a Whipsnade volunteer is equal to £289.80 and for volunteers based at London zoo £274.80. (The variation is due to Whipsnade volunteers attending the staff Christmas party whereas LZ volunteers attended an independent function that was cheaper.) 

Although the benefits such as free tickets arguably cost the zoo nothing, there is opportunity cost associated with them. For example 55 of the 137 zoo volunteers surveyed were members before volunteering, with many more visiting once or twice a year. The lost membership fees are equal to £3,575. So to say the benefits cost the zoo nothing, is not true. Conversely one could not argue that the total lost revenue to the zoo is £131,635.60, as not all volunteers were previously members, nor will they necessarily use all the benefits offered. 
	
	Benefit per volunteer (£)
	Total value of Benefits (£)

	Benefits to volunteers
	
	

	Free admission to LZ and WZ
	65.00
	30680

	6 free tickets (per year.)
	100.80
	47577.6

	6 free zoo nights tickets (per year.)
	99.00
	46728

	Free tickets to zoo socials
	
	

	London zoo Christmas party
	10.00
	2900

	Whipsnade zoo Christmas party
	25
	3750

	Overall benefit -WZ
	289.80
	

	Overall benefit-LZ
	274.80
	

	Total
	
	131635.6


Table 4.18 The benefits received by zoo volunteers, the financial benefit as calculated from current ZSL prices. (The Christmas party costs come from the Human resource budget, not the volunteering departments.) The cost of the Christmas function was calculated from attendance, not total volunteer number. Volunteers also receive benefits such as meals at staff rate. 

Not including the benefits to volunteers , the net annual benefit by using volunteers at the two zoos is equal to £263,362 with an additional average annual income of around £8,000 generated. 

Although volunteers are not used for fundraising, the learning volunteers take on additional activities to support BIAZA campaigns, with this contributing significantly to ZSL’s action on the campaigns both in fundraising and raising public awareness. At Whipsnade the volunteers also focus on fundraising for smaller projects; in the last 8 years, £21,000 has been raised by Whipsnade volunteers through visitor competitions  e.g. ’name the bear’ for animal enclosure improvements that otherwise may not have received funding priority. ZSL has also benefitted financially from  volunteers due to legacies. The most notable was a volunteer leaving £2.4 million, after volunteering with ZSL for 12 years. Although this is obviously a significant donation, there is a suggestion that many volunteers are likely to leave money in their wills for ZSL. To encourage this ZSL volunteers are invited to presentations on leaving a legacy to the zoo. However there is no data available as to the extent that these donations occur. 

Internships within ZSL are less common however arguably each interns donates resources of higher values. For each 6 month internship IoZ receives services worth £10,000, although expenditure is £2,000 per intern due to reimbursement costs. Based on current levels of internships within IoZ this suggests that the value of internships is annually £192,000. 

5. Discussion. 

In this study I found a number of factors which are important in influencing both the motivations to volunteer and the benefits the staff and volunteers perceived from volunteering. I will discuss each of these in turn, as well as the wider context of volunteering in conservation. 

5.1 Demographics of volunteers.

The survey showed that the demographics of the ZSL volunteers differs from the UK general population substantially, finding that the majority of volunteers (69%) at ZSL were female reflects general U.K volunteering trends, where female are more likely to volunteer than men. (Low et al 2007) Some suggestions for this are that women are more likely to take on helping roles than men. (Gallagher 1994.)  The zoo populations of volunteers also had a lower level of ethnicity than the general U.K population, this reflects national trends with a lower rate of volunteering among the Asian community with only 29% of the population surveyed partaking in regular volunteer work, compared to 40% of the white population. (Low et al, 2007). A suggestion for this variation has been that the differences in participation were largely due to the low rates of participation among people born in the UK. Once this was controlled for the differences between different ethnicities were less pronounced. ( Kitchen, 2006.)

As well as a lower participation in formal volunteering amongst ethnic minorities, the roles at ZSL could be another factor explaining the low rate of participation by ethnic minorities. For organisations involved with animals, there was a significant difference in the percentage of formal volunteers from different ethnicities. 10% of white volunteers supported animal charities compared to only 1% for both Asian and mixed/other groups. It was slightly higher for people of Afro-Caribbean ethnicity with 7% involved with animal welfare organisations. For conservation organisations there is a similar pattern. Whereas 8% of all white formal volunteers support a conservation organisation, with their time, only 3% of both Asian and Black, and 2% of mixed/other volunteers support conservation charities. ( Kitchen , 2006.)

When staff were asked if they felt that zoo volunteers were representative of the general population; all said no. There were two main reasons given for this. Firstly that people from ethnic minorities had less of an appreciation or connection with animals, and were therefore less likely to volunteer for ZSL. David Field, Zoological director felt that the zoos failed to attract a representative ethnic makeup of volunteers as they did not advertise in the correct manner to do this. 

The survey found that zoo volunteers are also significantly more economically secure than the general U.K population, they are also well educated. This reflects they view that individuals with a high human capital are more likely to volunteer (Wilson and Musick 1997). Human capital is considered to be household income and education status, both of which are indicative of social status. It is believed that is due individuals with a higher human capital being more likely to have the skills desirable for a volunteer. 

 5.2 Motivations and benefits of volunteering to the volunteer. 

Despite the perceptions of the zoo volunteer coordinators, many of the volunteers did not have a strong previous association with the zoo, with only 25% (LZ) and 8 % (WZ) of respondents being members of the zoo before volunteering. This suggests that factors other than a strong association to the zoo act as motivation to volunteer. The study suggests that these are mostly functional motivations, including the wish to support ZSL and a love of animals.

The finding of a substantial difference between interns and other volunteers in their motivation for volunteering due to personal values should not be taken as suggesting that interns are not as supportive of the conservation aims of ZSL. The commitment of the interns is higher as they volunteer full time, therefore it is logical that they should view volunteering as a form of investment, that which should enhance future career prospects and also enhance their understanding of conservation issues and practices. The view that volunteering can be undertaken in order to enhance employability is a well recognized idea, with people generally viewing it as a positive CV enhancement. In fact in a major Canadian volunteering survey the majority of volunteers cited career enhancement as a motivation to volunteer. The survey went on to try and ascertain the empirical benefit of volunteering; it estimated that volunteering increases earnings on average 6 to 7 % annually. (Day and Devlin 1998)  his could be explained by the investment model of volunteering  (Cappellari and Turati 2004). Interns are willing to sacrifice in the short term to increase employability and earning potential in the future. Many interns admit that they were unable to find a job in conservation, and this was why they were volunteering, thus the opportunity costs in having volunteered were lower, than might be expected. Although values functions were not highly rated by interns as motivations to volunteer, arguably by wishing to pursue a career in conservation, for which an internship is one step towards career progression, the interns’ behaviour is heavily influenced by a commitment to conservation. 

The findings as expected showed that there was significant effect on age to both the motivation to volunteer and the benefits received. Younger volunteers were significantly more likely to be motivated by and benefit from career progression, and also have benefited from enhanced understanding. Younger participants volunteering behaviour can therefore be explained using the investment model ( Cappellari and Turati, 2004.) younger volunteers are willing to sacrifice time and effort to the zoo in the short term, in return for future benefits. By gain benefits from volunteering, such as networking, enhanced skills and understanding, the future earning potential is higher. 

Expanding on the ideas that volunteers give their time as an investment to yield future benefit, survey respondents were asked how believed that volunteering would enhance their future employment potential. Only 25 % of zoo volunteers believe that volunteering will have a positive effect on their employment potential, compared to all of the interns. The low percentage of zoo volunteers can be partly explained by age, older volunteers are either settled in a career or retired so will not benefit from volunteering. Younger volunteers were significantly more likely to believe volunteering would have a positive effect on employability, with only 2 of the 29, age 1  respondents believing that it would have no effect. 

The finding suggested that older volunteers in contrast were motivated by and received intrinsic benefits; the older volunteers are willing to donate their time in order to receive benefits from the action of volunteering itself. This fits the consumption model of volunteering were the volunteer benefits from the role itself. (Cappellari and Turati, 2004.) There have some suggestions that the volunteering role replaces work related rewards such as feelings of competency and usefulness. (Fischer & Schaffer, 1993.) The literature supports my finding that values are an important functional motivation for older people. A survey of older volunteers showed that the motive endorsed most frequently by older volunteers was to ‘help others’ (83%) and to fulfil a moral responsibility. (65%; MSVS; Marriott Senior Living services, 1991). 

The findings also showed that the  benefits received by volunteers also changes with length of service to the zoo. Volunteers of shorter service were more likely to perceive career benefits from volunteering whereas volunteers of longer service perceived intrinsic values from the volunteering experience. This is obviously highly influenced by age. However it could be used to suggest that volunteers who are volunteering as a form of investment in their future, are likely to move on, once the skills or experience is gained, in contrast those gaining intrinsic values will commit for a long period as they continue to have fulfil their motivation through the role itself. This view is supported by the volunteer coordinators who consider those motivated by career progression to be less likely to volunteer for long periods. However to fully understand the effect would be necessary to survey past volunteers, in order to ascertain if motivation does have an effect of length of service in a volunteering role. 

Although the study showed that female volunteers were more likely to volunteer within ZSL, there was little difference between the genders for motivational functions to volunteer or the benefits received. There were some differences with female volunteers more likely to be motivated due to protective functions. Whereas male volunteers were significantly more likely to be motivated by a desire for enhanced understanding. The benefits perceived from volunteering were the same, except with social benefits with female volunteers significantly more likely to believe to have benefitted in this manner. Females being motivated by protective functions more than men could be explained by the evidence than females are more willing to disclose these types of motivation than males. (Dindia and Allen 1992.) The lack of differences between the two genders suggested that the role itself has a greater influence on motivation to volunteer in the first place. Less men are attracted to the roles within ZSL, however those that are have similar motivations to their female counterparts. 

The study also showed that the zoo volunteered at had little effect on motivations or benefits. The only significant difference was that London zoo volunteers were more likely to be motivated by the function of understanding. However this is probably due to London zoo volunteers being in general of a higher educational standard and therefore more likely to continue in the quest for knowledge. 

5.3 Motivation and benefits to ZSL.

Is ZSL motivated to have volunteers in order to act as a service to the community and training ground or are volunteers being used as free labour? When examining volunteering with ZSL, it is useful to divide it into two groups; interns and zoo volunteers. IoZ staff admitted that they needed to employ interns as the funding would otherwise not be available to carry out the aims of their projects; however they seemed to be keen that the interns benefited from the experience. Staff utilizing the skills of interns perceived that it was important not to exploit the willingness of interns. Staff members therefore take time to prepare the C.Vs of interns when they come to the end of the placement, and put them in contact with potential employers. However despite this commitment some interns expressed the concern that they were being taken advantage of. 

‘I enjoyed my intern experience however I feel there could have been more formal training and the opportunity to be more involved in projects-we were often excluded from training as we were interns and so investing in our training was not seen as worthwhile. At times it often felt as though we were being taken advantage of i.e. taking advantage of our passion and commitment for conservation.’

Frustration was expressed with being excluded from some training courses, due to the shortness of the placement. Interns also expressed frustration that they could not take a more active role in the projects, often being primarily used for data entry, analytical work and report writing. IoZ staff members seemed aware of this, however didn’t feel comfortable giving interns a higher level of responsibility, partly due to experience but also as they are unpaid. In general, however, both intern and coordinating staff member appear to view the internship scheme as a training ground, which may lead to employment within ZSL, or give experience to enable the volunteer to pursue further training or gain employment elsewhere. 

The economic value of volunteering for the two zoos was estimated to be £397,102, it is therefore not surprisingly that zoo staff consider the primary motivation  for using volunteers was lack of funding. In some cases such as the newly created roles of Horticulture volunteer it was the only motivation for the team leader being willing to use volunteers. 

‘There is currently me but I'm always in meetings or stuck in the office, then five other guys. If we had 20 staff for this 600 acre site I would still feel like we were understaffed. 

I guess I did it for the exact reason ZSL claims not to! Lack of funding is the reason why we have volunteers.  It’s arse claiming that we take volunteers for any reason other than money. If you could use paid staff you would, it is just easier.’

However some staff did believe that the zoo benefited in ways other than financially; the Zoological Director felt that volunteering was an important part of a charitable organisation, as it allowed outreach into the community, and also having volunteers is an important factor when applying for some grants. However he did not feel that the program had yet reached its full potential. David Field wants there to be a clearer path for volunteers to gain career benefits and even employment, (although employment would still not be guaranteed). Several other staff members wished for volunteering to be better utilized to give people useful experience. The role of horticultural volunteer was created at the beginning of this year. After recruiting 5, 4 quickly left, with the final volunteer an elderly lady giving half a day every two weeks. The head of horticulture admits struggling to find tasks to fill this time. In the future the preference would to instead aim to get volunteers who are on forestry management type courses, who need the experience, but likewise will be able to give more to the zoo, in this way it would be a much more beneficial agreement for all involved. 

The volunteer coordinators however appeared to feel that volunteers should be motivated by the role itself and that benefits should be intrinsic or as a secondary motivation. They stated concern that some volunteers especially those of long service to the zoo were more interested in seeing friends at the zoo rather than the role itself.

‘We are not running a social club for the local community’ 

The volunteer coordinators did not seem to view volunteering within ZSL as a training ground for the young either. Both coordinators stated that they were not keen on taking on volunteers interested in career benefits; this was due to the perception that they would be less reliable. Young volunteers also expressed this opinion when interviewed; none had brought up being motivated for career benefits when interviewed for the volunteer role, with one saying that she felt that it was a taboo subject, and would be frowned upon. 

Staff that work with the zoo volunteers, such as keepers or library staff however, are much more accepting of volunteers being motivated by their career. However all emphasized that even if a volunteer was motivated by wishing for employment with ZSL, it was not guaranteed through volunteering. Although all knew of cases of volunteers being employed, they all also knew of individuals who despite volunteering for long periods had not been successful applicants for job positions. Although being known through volunteering could be a positive at interview, some volunteers were deemed unsuitable for a paid position. This was either due to personality clashes within the team or that, although they may make a good volunteer keeper, they may not be able to cope with the responsibility of a paid role. 

Few unemployed people volunteer with ZSL, with only 5 survey respondents being registered unemployed, and a further 3 on incapacity benefit due to illness. 6 of these responded that volunteering would have positive effects on their employability or lead to further training. However 2 felt that it would have no effect on their employment status. This shows two things, firstly that ZSL does not appear to be attracting unemployed volunteers, and secondly that of those unemployed that do volunteer their motivation isn’t necessary to improve their career prospects. In the literature there is reference to females being more likely to volunteer after a career break caring for children, this is seen as the need to repair market orientated human capital, by refreshing skills. (Day and Devlin 1998.) However it is not evident from this study that ZSL is being used in this way.  This suggested that either ZSL is not seen as approachable by these groups, or the skills that could be gained are not considered transferable for their needs. 

Although it is important to recognize that individuals are benefitting from having volunteered at ZSL, and assistance is given to them by staff members, this is not the key aim of the volunteering program. Therefore the hypothesis that ZSL has zoo volunteers are a service to the wider community has to be rejected. Although there are a range of subsidiary benefits which ZSL recognises, the primary motivation to ZSL for use volunteers is financial savings. 

5.4 Staff perception of volunteers. 

Staff were questioned how they themselves viewed the volunteers within ZSL and how they felt volunteers were viewed by other staff members. 

The most sensitive subject was concerns that volunteers could potentially replace paid positions. Team leaders generally stated that they would not rota volunteers at the expense of paid staff. The volunteer’s attendance merely means that extra tasks such as enrichment can be carried out. However other staff members did raise concerns that paid positions had been replaced with volunteers. An area of ambiguity appeared to exist between the role of explainer and learning volunteer. This is partly due to roles having being changed between the two groups. Explainer is a relatively new paid position, having only been at Whipsnade for just over two years. The explainers were given roles previously fulfilled by volunteers such as train commentaries and live talks. When new interactive exhibits opened such as the lemur walkway at Whipsnade and ‘meet the squirrel monkeys!’ at London Zoo, in the first year of opening these were staffed by explainers with some volunteer assistance. In the second year this became a volunteer role. During an interview one member of staff admitted that she felt that volunteers were being exploited, with them being used increasingly in ‘policing roles’ to monitor the behaviour of the public in the interactive exhibits. A second member of staff just considered that the zoo had taken away employment opportunities by having volunteers. 

However the biggest form of tension with volunteers was a on a personal level. As with any large team of people there will always be disagreements, however with all staff members interviewed there was a view that tensions arise as volunteers often felt a high level of ownership over the roles given to them. This attitude can lead to tension with staff. 

5.5 Non-regular volunteering.

Using volunteers in order to carry out biodiversity monitoring is a common occurrence. In the U.K the majority of species monitoring is carried out by volunteers. (Newman et al 2003) Therefore it is not surprisingly that researchers within IoZ are using volunteers to achieve their species monitoring aims. 

A less successful form of non-regular volunteering within ZSL is corporate volunteering. This generally involves a company or organisation such as the RAF, or office staff volunteering for a day of labour, such as weed clears, or painting. As reported in the literature for environmental volunteering, the volunteer coordinators often struggle to find useful activity for all the corporate volunteers, often being given a short time scale to arrange the activities. (O’Brien and Ebden, 2008) Due to the perceived low value of the activities received and the high administration effort required to arrange corporate volunteers, ZSL is not actively seeking corporate volunteering.   However there have been successful corporate volunteer events. The most notable according to the zoological director was when a large accountancy firm, who are corporate patrons of the zoo, used their expertise in order to strategically plan the future of a ZSL conservation project. This is not a conventional form of corporate volunteering; usually professional people volunteer and perform labour intensive roles. In this case the volunteers were using their work based skills but in a different way. This volunteering appears to have been mutually beneficial, with the volunteers having gained team building, and ZSL having gained a useful service. In this case there was also an additional benefit to ZSL with the company then giving a significant monetary donation to ZSL, in order for the project to plan to be implemented. 

5.4 Recommendations for the future of volunteering.

· There needs to be a recognition that people have particular motivations to volunteer, which vary between demographic groups. The role needs to fulfil these motivations, in order for the volunteer to be happy, and therefore more likely remain volunteers with ZSL.

· If ZSL wishes volunteering to be a platform for giving experience to younger people (as suggested by the Zoological Director), then there needs to be an acceptance at all levels that volunteering can be used by young people in order to facilitate career progression. Likewise if volunteering is to act in this way, more young people need to be attracted into volunteering within ZSL, this is likely to occur if the zoo advertised differently.

There needs to be more transparency surrounding volunteering within ZSL for staff and volunteers alike. Greater clarity in distinguishes the roles that can be performed by a volunteer and those requiring paid staff. This would remove tensions, between staff feeling that paid roles are being given to volunteers and volunteers likewise either feeling that they are taking previous staff roles, or that some of their duties have now been given to paid staff such as explainers. 

5.5 Limitations.

This studied has highlighted some interesting results, it has aimed to enhance the understanding of the role of volunteering within a large conservation organisation ; however, the study would have been enhanced if past zoo volunteers could have been interviewed. This would have allowed further ideas to have been explored such as the end benefits to volunteers and if volunteers with certain motivations are more likely to leave after a shorter period, however it was not possible to do this, due to data confidentiality issues. This would have also allowed the level of satisfaction with volunteering at the zoos to be measured. Also although the study contained three sites, (London zoo, Whipsnade zoo and IoZ) with a variety of volunteering roles, it would be interesting to compare if the motivations and benefits are comparable to volunteers working in a much smaller conservation organisation. Due to the effect of numbers, is a smaller organisation better able to nurture a volunteer, or due to its size is ZSL able to offer a greater range of benefits? The study has highlighted the considerable benefits that can be received by a conservation organisation, however it could not be assumed that all volunteering schemes are of equivalent value, broader researcher needs to be carried out to measure the extent of volunteering within conservation.  

5.7 Conclusion .
Volunteers are motivated by a combination of factors, likewise they benefit in a variety of ways. Interns give a higher level of time commitment and are motivated by future benefits, such as career enhancement. In part due to the higher commitment and skill level of the interns, IoZ staff appeared to have a greater level of commitment to ensuring that the volunteering partnership was mutually beneficial. Younger volunteers likewise are motivated to volunteer as an investment, to incur future benefits, however they are likely to achieve these aims than interns. 
Appendices. 

Appendix 1 – volunteer survey. 

My name is Laura, I am an MSc student at Imperial College London. I am interested in the role that volunteers play in conservation organisations. 

Because volunteers play an important role in  London Zoo, Whipsnade Zoo , the Institute of Zoology, and on conservation programs.  I am interested to know more about the people who choose to volunteer here. I would really appreciate it if you have the time to fill in this questionnaire – it should take no more than 15 minutes.  Any information you can provide will be anonymous. If you have any further questions you can contact me at laura.boon08@imperial.ac.uk.

Qu. 1a) What is your role at ZSL?

	


Where are you based? (Please tick applicable.)

	London Zoo
	
	Whipsnade Zoo
	
	Institute of Zoology.
	
	Other (please specify.)


	


Qu 1b) How long have you been a volunteer (Start month and year)?

	


Qu 1c) If you’re on a fixed term volunteer position, how long is it for?

	


Qu 1d) To the best of your knowledge do you think you will be volunteering for ZSL next year?

Please tick the relevant box. 

	Yes 
	

	No
	


Why/why not?

	


Qu 2) People may choose to volunteer for a variety of reasons.  I am interested to know about your motivations.  Please list up to 3 main reasons you choose.

	1)



	2)



	3)




Qu 3a) Do you think you benefit from volunteering at ZSL? 

	Yes
	

	No
	

	Don't Know
	


Qu 3b) If so, please list up to 3 main ways you feel you benefit from volunteering with ZSL?

	1)



	2)



	3)



Reasons for volunteering.

Qu 4a) Why do you choose to volunteer with ZSL instead of with another organisation?

	


Qu 4b) Please read the statements below and tick the box to show if you agree or disagree with the statement. This is about why you started to volunteer, not about your views now.

	
	Strongly disagree. 
	Disagree
	Neutral
	Agree
	Strongly agree

	I wanted to volunteer in order to improve my career prospects.
	
	
	
	
	

	I wanted to volunteer as I believe that the work carried out by ZSL is very important and I wanted to contribute. 
	
	
	
	
	

	I wanted to volunteer because many of my friends and family consider volunteering an important and worthwhile activity. 
	
	
	
	
	

	I wanted to volunteer to learn new skills through 'hands on experience.' 
	
	
	
	
	

	I thought that by volunteering I would meet new people and make friends. 
	
	
	
	
	

	Volunteering helps me put my own worries into perspective.
	
	
	
	
	


Qu 4c) Volunteering outcomes

Please read the statements below and tick the box to show if you agree or disagree with each statement about how you have actually benefited from volunteering.

	
	Strongly disagree. 
	Disagree
	Neutral
	Agree
	Strongly agree

	By volunteering with ZSL I have made new contacts that may help my career. 
	
	
	
	
	

	I think that I gain respect due to volunteering from my friends and family.  
	
	
	
	
	

	Volunteering makes me feel better about myself.
	
	
	
	
	

	Through volunteering here I am contributing to a cause that I believe in. 
	
	
	
	
	

	By volunteering at ZSL I have been able to work through some personal issues.
	
	
	
	
	

	By volunteering I have gained new skills and knowledge. 
	
	
	
	
	


Qu 5) Employment prospects.

By volunteering I think that in the future; please tick one.

	It will increase my chances of being employed by an organisation such as ZSL.
	

	It will increase my chances of being accepted for further training
	

	The experience will increase my chances of employment in general
	

	It will have no effect on my employment prospects
	

	I am not looking for employment( e.g. I am a Homemaker or retired)
	

	Other (please specify)
	


Qu 6) Time spent volunteering. 

Qu 6a) Would you like to spend more time volunteering with ZSL?

	Yes 
	

	No
	


Qu 6b) If so how much more time?

	


Qu 6 c) What prevents you from spending more time volunteering? Please tick any that you feel are applicable.  

	Commitments to my family
	

	Financial
	

	Health problems
	

	Work commitments
	

	Volunteering at another organisation
	

	Time spent on a hobby
	

	Other (please specify)


	

	I don't know
	


Qu 7) How frequently do you volunteer with ZSL?

Please tick the relevant box. 

	Five days a week (full time.)
	

	Twice a week
	

	Once a week
	

	Every two weeks
	

	Other please (specify)


	


If full time go to question 7 b if part time 7 c. 

7b) Full time (five days a week) volunteers ONLY. 

If you were not able to volunteer with ZSL how would you spend this time?

	I would go travelling
	

	I would volunteer with a similar organisation (please specify.)
	

	I would look for a job in conservation 
	

	I would look for a job not in conservation
	

	I don’t know
	

	Other (please specify.)
	


7c) Part time (less than five days a week) volunteers ONLY

If you were not able to volunteer with ZSL how would you spend the time instead?

	Volunteering at a similar organisation such as ...........
	

	Volunteering more at an organisation I already volunteer with.
	

	Leisure time, such as a hobby or spending time with friends and family.
	

	Paid work
	

	I don't know
	

	other (Please specify)..................
	


Before volunteering with ZSL, which statement best describes your association with ZSL?

	Member/regular zoo visitor. 
	

	Visit once or twice a year.
	

	Infrequent visitor.
	

	Had previously visited as a child but not for many years
	

	Had previously visited with children/grandchildren but then not for many years. 
	

	None.
	

	Other (please specify.)
	


8) Training and Support.

8a)When you first started as a volunteer did you receive training?

	Yes
	

	No
	

	I had all the necessary skill already. 
	

	I don't know/I don't remember
	


8b) If you received training how adequate did you find it in equipping you to carry out your role?

	Very adequate
	

	Fairly adequate
	

	Fairly inadequate
	

	Very inadequate
	

	I Don't Know
	


8c) After training if given. Do you think that you need support from ZSL employees? (this could include a volunteer coordinator, or a general member of staff you volunteer alongside.)

	Yes, I do feel the need for advice and support.
	

	No, I never feel the need for advice and support. 
	

	I don't Know. 
	


8d) How adequate do you perceive the support given to you by ZSL staff?

	Very adequate
	

	Fairly adequate
	

	Fairly inadequate
	

	Very inadequate
	

	I Don't Know
	


Do you currently volunteer anywhere else?

	Yes 
	

	No
	


If yes, where and how frequently. 

	


Information about you.

Gender

	Male
	

	Female
	


	Age
	


Current employment status is;

	I am registered unemployed
	

	I am retired
	

	I work part time
	

	I work full time
	

	Volunteering takes up all my time
	

	housewife/home maker
	

	Other (please specify.)


	


Education status;

Please tick the box that states the highest level of education that you have achieved. 

	No formal qualifications
	

	GCSEs or equivalent
	

	BTECs
	

	A-levels or equivalent
	

	NVQs 
	

	HNCs
	

	HNDs
	

	Degree
	

	Masters
	

	PhD
	

	Other (please specify.)
	


Are your qualifications related to the volunteering work that you do at the zoo?

	Yes 
	

	No
	


Marital status

	Single
	

	widowed
	

	divorced
	

	living with partner
	

	married.
	


Which of these statements best describes how you feel about your household’s income these days? Please tick one.

	Living comfortably
	

	Coping
	

	Finding it difficult to manage 
	

	Finding it very difficult to manage. 
	

	I'd prefer not to say. 
	


Ethnicity and nationality

Which classification do you best feel describes your ethnic origin. Please tick one.

White

	British                          
	

	Irish                            
	

	Any other White background      
	


Mixed

	White and Black Caribbean         
	

	White and Black African           
	

	White and Asian                   
	

	Any other Mixed background       
	


Asian or Asian British

	Indian
	

	Pakistani
	

	Bangladeshi
	

	Any other Asian background
	


Black or Black British

	Caribbean                         
	

	African                           
	

	Any other Black background        
	


 Chinese or other ethnic group

	Chinese                           
	

	Any other ethnic group          
	


Were you born in the U.K?  Please tick one.

	Yes 
	

	No
	


Do you have any further comments?

	


If you would like a summary of the results of this work please put your email or postal address here.

	


Thank you very much for your help!

	Name
	Position
	Interaction with volunteers

	Claire Robinson
	ZSL wide volunteer manager
	Responsible for the recruitment, training and supervision of zoo volunteers

	Joy Jolly
	London Zoo volunteer coordinator
	Responsible for the daily management of London zoo volunteers.

	David Field
	Zoological Director. 
	Oversees the two zoos and as such is responsible for the overall vision and direction of the volunteering schemes. 

	Ben Collen
	Research fellow - Head of indicators and assessment units. 
	Uses interns for research projects. 

	Sarah Durant
	Research fellow. 
	Uses volunteers for monitoring species. 

	Kate Jones
	Research fellow. 
	uses interns for research projects, and volunteers for species monitoring

	Les Radford
	Animal manager (WZ)
	Responsible for keeping staff, as thus indirectly keeper volunteers. 

	Dave Hicks
	Head of horticulture. (WZ)
	Assisted with the creation of the role of horticultural volunteer. Oversees the roles to be carried out.

	Dave Clarke
	Head of BUGS (LZ)
	requests, and managed Keeper volunteers for the BUG department. 

	Ann Sylph
	Head of ZSL library
	Recruits, trains and manages library volunteers

	Melvin Lear
	Head of discovery centre (WZ)
	works alongside keeper volunteers. 

	Sebastian Grant
	Reptile Keeper (LZ)
	Works alongside keeper volunteers, was previously a keeper volunteer with ZSL.


Appendix 2- Staff members interviewed about their perception of the roles of volunteering within ZSL.

Appendix 3 – Association of volunteers with ZSL before volunteering. 

	
	
	
	
	
	Ages
	
	
	

	
	LZ
	WZ
	Male
	Female
	1
	2
	3
	4

	1-Member/regular zoo visitor
	25
	8
	28
	14
	17
	24
	17
	22

	2-visit once or twice a year
	13
	27
	14
	20
	24
	12
	4
	44

	3-Infrequent visitor
	30
	35
	31
	32
	34
	29
	42
	0

	4-Had previously visited as a child but not for many years
	17
	15
	17
	16
	17
	18
	17
	11

	5-Had previously visited with children/grandchildren but then not for many years
	11
	12
	10
	12
	0
	12
	21
	22

	6-None
	4
	0
	0
	4
	3
	6
	0
	0

	7-Other
	0
	4
	0
	2
	3
	0
	0
	0


Volunteers association with ZSL before volunteering, as a percentage, total respondents = 133. 

Appendix 4- Ethnic composition of Zoo volunteers in comparison to the U.K

	
	U.K population
	Whipsnade zoo 
	London zoo 

	White
	92.1
	98
	95

	Mixed
	1.2
	1
	2

	Asian or Asian British
	4
	1
	3

	Black or Black British
	2
	0
	0

	Chinese
	0.4
	0
	0

	Other ethnic groups
	0.4
	0
	0


Ethnicity of ZSL volunteers in comparison to the composition of the U.K Displayed as a percentage. (Source- Census 2001, Office of National Statistics.)

Appendix 5 – Marital Status of ZSL volunteers. 

	
	
	
	
	
	Ages
	
	
	

	
	LZ
	WZ
	female
	male
	1
	2
	3
	4

	Single
	43
	29
	40
	26
	70
	32
	21
	19

	Widowed
	9
	11
	8
	14
	0
	10
	3
	26

	Divorced
	4
	9
	5
	11
	0
	10
	10
	6

	living with partner
	20
	3
	12
	9
	20
	10
	7
	6

	Married
	25
	48
	36
	40
	10
	39
	59
	42


Marital status of zoo volunteers, displayed as a percentage. Total survey respondents = 122. 
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