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Preliminary characteristics
The representative quantitative survey, which was undertaken with 3811 citizens of the Czech Republic over the age of fourteen, is the basic - and for this text entirely determinate - source of data. Terrain data collection using the personal (face-to-face) method of standardized interviews took place from October 9th to December 2nd, conducted by the Factum Invenio agency. The average length of interviews was 40 minutes.  

Respondent selection was realised with the aid of stratified multi-level random selection. Within the context of the stratification process, the entire territory of the Czech Republic was divided into 57 areas – a “strat” in which a three-level random selection took place. The first level of selection saw the choosing of basic location groups, the second level sorted housing and the third determined individual respondents. The sample encompasses 1132 organised (or formal) volunteers, meaning those that work for a civic organisation or group - and these are the subject of the majority of the analyses presented in the book.   

407 interviewers partook in the realisation of the project. Each interviewer posed questions within the framework of an assigned basic location group and undertook a maximum of ten interviews. Due to the requested 65% rate of return, interviewers were instructed on the need for repeat visits in the case of initially failing to reach a respondent at their home address. Only after four unsuccessful visits and two attempts to reach respondents by telephone were interviews classified as failed. Also categorised as failed interviews were those cases where a respondent was reached but declined to take part.
“By volunteering, we mean unpaid work for people beyond the family and close friends, which is also for the benefit of the surrounding environment. The work is considered to be unpaid even in cases where expenses or a symbolic reward is given.”
The first question, designed to identify formal volunteers among respondents, also contained a framed specification containing the legal form of non-profit organisations. This is because we were querying “volunteer work for volunteer non-profit organisations, for example civic groups, foundations or organisations working for the common good.” In other words, what is meant here are organised civic groups [organizacích občanské společnosti – OOS].
1. Formal volunteerism
Formal volunteerism, meaning volunteering activities for a volunteering, non-profit organisation or organised via such a group is undertaken by 30% of citizens in the Czech Republic aged 15 and over. The European Values Study (EVS) rates the Czech Republic with similar shares of formal volunteers (29%)
 among countries such as Belgium, Austria, France or Germany (33—24% volunteers). Some European countries may well have significantly higher shares involved in volunteering (47—36% in Holland, Finland or Denmark), but other countries have significantly lower shares (14—9% in Portugal, Slovakia, Spain, Romania, Bulgaria, Hungary, or Poland). From the perspective of the share of formal volunteers in the population, the Czech Republic clearly does not demonstrate a particular degree of lagging behind other European countries. Nor does it confirm perceptions of the decay of volunteerism in post-communist countries (Jucknevicius, Savicka, 2003; Howard, 2003).

One of the new trends in volunteering (Evans, Saxton, 2005) denotes the ascendance of volunteers in more peripheral age groups (young people and seniors), which serves to flatten the curve of the normal makeup of volunteers by age, while the peak is still comprised of the most numerous respondents, that of middle-age (which reflects normal/average population make-up). While this trend assumes a growth in the number young and elderly volunteers (meaning that the differences between age groups end up blending somewhat), our data shows that Czech volunteering does not demonstrate this trend – at least during a superficial glace at volunteering as a whole. Further, it cannot be said that young people represent a specific group different from the rest of the population with regards to volunteering.
 Meanwhile, senior citizenship is actually a parameter that significantly statistically decreases the likelihood of volunteer activity. 

Table 1: Volunteer Age Groups (%)

	
	Age group (years)
	Total

	
	15-24
	25-34
	35-44
	45-54
	55-64
	65+
	

	Formal volunteers             (N = 3722
)
	13
	18
	17
	18
	21
	13 (---)
	100

	Informal volunteers         (N = 3703)
	10 (-)
	16
	16
	19 (++)
	23 (++)
	15 (--)
	100


Examining the above table, we can see that the youth group forms the smallest share, similarly to seniors. The universal (or laypersons) assumption that young people and the elderly devote the least time to volunteering is thus confirmed. This was also confirmed by a recent (STEM 20120) survey, which asked: “Based on your experiences, would you say that the following groups are active in society? Specific experiences are not necessary – only a general perception.” The smallest share of citizens, 32%, viewed young people up to age 29 as active in society, while the figure for seniors over 60 was 34%. Civic activity (in which we include volunteering) finds a far higher perception rate for other age groups among respondents (47% to 59%). However, a universal assumption ceases to apply for formal volunteering if we focus on the share of volunteers in individual age groups. Both young people and seniors can be underrepresented in volunteering because of their smaller share in the overall population. Thus, we deem as more sociologically relevant in terms of assessing volunteering and its relationship to age, a viewpoint from inside individual age groups (Table 4.3).

Table 2: Volunteers by Age Group (%)

	
	Age category (years)

	
	15-24
	25-34
	35-44
	45-54
	55-64
	65+

	Formal volunteers 
	32
	33
	32
	33
	29
	22 (---)

	Non-volunteers
	68
	67
	68
	67
	71
	78 (+++)

	Total (N = 3722)
	100
	100
	100
	100
	100
	100

	Informal volunteers
	33 (-)
	37
	37
	43 (++)
	42 (++)
	32 (--)

	Non-volunteers
	67 (+)
	63
	63
	57 (--)
	58 (--)
	68 (++)

	Total (N = 3703)
	100
	100
	100
	100
	100
	100


Table 2 demonstrates that the shares of formal volunteers inside individual age groups are in essence identical with the exception of the reduced share of volunteers among seniors. Relative youth is thus not a factor that differentiates formal volunteers. In other words, from the point-of-view of formal volunteering, youth are neither more nor less active than other age groups (with the exception of seniors). Therefore, formal volunteering as a whole cannot be connected to a sense of generational change. In contrast to this, informal volunteering demonstrates relatively strong age differentiation; older citizens above 45 years of age (excluding seniors about which we can view reduced levels of health as a factor in the divergence) are found in higher levels, while young people are shown to be less active. Thus, if a generational change were to be evident in volunteering, then it would likely be in informal volunteering, which tends to be carried more by older age groups, while young people are associated to a lesser degree.
In line with expectations and experiences with foreign studies, from the point-of-view of education, we see that the degree of formal volunteering is positively influenced by a higher degree of education (secondary school and primarily university education). A comparison with informal volunteering shows that university education is specifically more of a positive factor with regards to formal volunteering, but does not have a great influence on the informal variety. This suggests that informal volunteering can be viewed as a traditional form of volunteering, less dependant on factors associated with a second wave of modernisation, among which university education is included.

Table 3: Volunteers by Education (%)

	
	Education categories

	Total

	
	Elementary School
	Secondary School
	Higher education/ Higher Vocational School
	

	Formal volunteers               (N = 3791)
	43 (---)
	41 (+++)
	15 (+++)
	100

	Informal volunteers            (N = 3775)
	47 (---)
	41 (+++)
	12
	100


With regards to secularisation, our expectations were not confirmed. Secularisation does not have a positive association with volunteering, but, conversely, religion and church activity does (this applies to both formal and informal volunteering). Both religious activity and church membership are, from a global perspective, positive factors with regards to fomenting volunteering. This, despite the fact that the overall low number of believers means the share of religiously active volunteers is relatively low. To compare with the US: only 15% of formal volunteers did not visit a religious service in the last year (in the Czech Republic this figure is 60%) and 23% of formal volunteers are not members of a church (in the Czech Republic, that figure is 70%) (Jalandoni, Hume, 2001). 

Table 4: Volunteerism by Degree of Secularisation (%)

	
	Religious activity  
 (N = 3686)
	Membership in church
 (N = 3779)

	
	Yes
	No
	Yes
	No

	Formal volunteers
	40 (+++)
	60 (---)
	30 (++)
	70 (--)


A question arises as to the degree to which secularism can be viewed as a measure of modernisation in an already highly and traditionally secularised society, primarily as a measure of so-called “belated” or secondary modernity. The declaration of faith during the communist era often served as a form of protest against the regime, albeit in a concealed, culturally codified form (Marada, 2003). Further, Nešpor takes note of the role of religion, primarily Catholicism as a symbol of resistance against the regime and emphasises the expectations that were associated with it during the Velvet Revolution era of 1989.
 Despite the fact that in recent years the church has faded from public discourse and levels of religiosity in the Czech population have fallen (according to ČSÚ, between 1991 and 2001 the number of people without religious persuasion rose from 40% to around 60%); one can also note the renewal of religious organisations in the fields of health care, social services or education. According to Nešpor, people have increasingly accepted the existence of the church as useful – at least in certain arenas – primarily in care for the elderly or the sick (Lužný, Navrátilová, 2001, pg. 95, quote in Nešpor, 2005, pg. 32). He expects that via church organisations, a degree of de-secularisation of society will occur (2005, pg. 32 – 33). From this perspective, an inter-connecting of religion/church with volunteering need not be a sign of the continuance of a collective model of volunteering, but can instead be an expression of the ascendance of a new model. 

A typical expression of the new model of volunteering (a so-called programme of professionalized volunteerism) is related to the location of provided services. It is precisely here that the majority of certified religious individuals work, providing services as civic society organisations, and at the same time utilising volunteers. Jiří Tošner (2011) manifestly notes the hospice movement as one field where volunteer centres find success, and connects these with programme volunteerism. Nešpor cites the hospice movement as an example of the growth of “new religious opportunities” presented by recent times (Ibid). The role of the church and religion in the running of and models related to volunteering in the Czech Republic is thus particularly specific and deserves further study. 
2. Parameters of volunteer activities 

We assume that new trends in volunteering express themselves in a certain style of volunteering activity from the point-of-view of their stability, regularity and intensity. According to Lesley Hustinx, new volunteers undertake in volunteering on a short-term basis (their participation is clearly delineated by time constraints), irregularly and with a smaller intensity than collective volunteerism (2004). Let us thus focus on the parameters of volunteering activity in the following order:

Stability (short-term versus long-term activity)

Regularity (regular versus occasional or episodic activity)

Intensity (volume of worked hours: average, below-average, above-average)
Stability of volunteering activity contains two aspects (Wilson, 2000, s. 230): (a) ties to the role of volunteer at times during life, meaning a history or “career” in volunteering (b) ties to a concrete organisation or task. We will now examine the second aspect (meaning the aspect of the ties of the volunteer to concrete organisations from the point-of-view of time). 
Volunteers can remain at a particular organisation for varying degrees of time. Lesley Hustinx and Frans Lammertyn (2007) view flightiness and the short-termism of volunteer functioning in various organisations as a trait of individual volunteerism which is unconnected to a greater sense of loyalty to one particular organisation. Similarly, Danson (2003 in Rochester, 2010, pg. 29—30) differentiates between long-term and short-term volunteers who only devote their energies towards concrete and defined tasks with a limited time-frame or during specific events (without citing a specific timeframe). Macduff (2005), instead of labelling short-term  volunteering, uses the term “episodic” which combines the perspective of length of functioning with a single organisation and the regularity of volunteering work. The author is also relatively specific in terms of delineating one-off volunteers (who work a few hours or a day) temporary volunteers (who work regularly, but no more than six months) and occasional volunteers (who work only a few hours or a month, but are reliable year after year). Chacón, Vecina and Dávila (2007) distinguish volunteers as short-term (up to 6 months) and medium-term (one year); long-term volunteers are considered as those that continue for two years.

Only 5% of volunteers work for one organisation less than six months; thus only a fraction of overall volunteers are involved in the short-term variety. Around a fifth of volunteers are involved in medium-term volunteering (functioning for one year). Combined, medium and short-term volunteers represent a quarter of volunteers (see Table 4.6); the remaining three-quarters can be deemed long-term. Among these, there are also many “die-hard” volunteers who work for an organisation more than ten years (29% of formal volunteers). 
Table 5: Stability of Volunteering Activities per Individual Organisation (%)
	Length of activities for one organisation

	Formal volunteering

	One year or less
	25
	Short-term mode
	41

	2-3 years
	16
	
	

	4-5 years
	15
	Long-term mode
	59

	6-10 years
	17
	
	

	More than 10 years
	29
	
	

	Total
	100

	
	


N = 1114
A question then arises as to where to place the boundary of determining length when the impression of a traditional volunteer carries a “timeless” or unlimited devotion to one’s organisation (Rochester et al., 2010). Unlimited activity is not meant in the literal sense, but rather is an unconditional approach by the volunteer towards volunteering work, undertaken without the pressures of a precise time constraint. However, it is not possible to singularly determine that a period of time, for example 2-3 years, demonstrates this devotion or is conversely a too short a period of time. In the literature we studied, we sadly did not find a more precise definition of “long-termism” other than that which we describe in the above discussion.
 This is why we have defined “long-term form” as activities for a single organisation lasting more than three years. 

From the perspective of regularity of volunteering activities, along with a British national study of volunteering (National Centre 2007), we can divide current volunteers (meaning those who have devoted themselves to formal volunteering work in last 12 months) into two groups:

1) Regular volunteers (regular) are respondents, who have during the last year devoted time to volunteering at least once a month.
2) Occasional volunteers (occasional) are respondents who devoted time to volunteering less than once a month; this group encompasses both activities, which were repeated once every few months, as well as activities, which the volunteer undertook only once (on a one-off, episodic basis).
  

Table 6: Likelihood of Volunteering Activities (%)

	Frequency of activities

	Formal volunteerism

	Daily
	4
	Regular form
	74

	Weekly 
	33
	
	

	Monthly 
	37
	
	

	4x per year
	17
	Occasional form
	26

	1-2x per year
	9
	
	

	Total
	100
	
	100


N = 1132 

Three-quarters of volunteers devote regular time to volunteering; the regular volunteering style is thus an essential norm, with occasional volunteering being the exception, which only relates to a quarter of volunteers. But we also found that the regular form of volunteering activity correlates positively with the long-term (stable) form. This means that among regular volunteers we find, with a greater likelihood, long-term volunteers rather than occasional ones. Conversely, among occasional volunteers, there is a greater likelihood of the short-term volunteer form (see Table 4.8).
Table 7: Context of Regularity and Stability of Volunteering Activities (%)
	Volunteer form

	Stability of volunteer activity for single organisation
	Total

	
	Short-term
	Long-term (more than 3 years)
	

	Regular 
	38 (-)
	62 (+)
	100

	Occasional
	46 (+)
	54 (-)
	100


N = 1099

Let us now examine how large a number of volunteers are formed by those that demonstrate both a short-term and occasional style of activity (meaning a style that confirms the new model). Among volunteers, occasional and also short-term volunteers only form a small group (12%). However, the largest group is formed by long-term volunteers (more than 3 years) and regular volunteers (46%). The rest of the volunteers fall under a mixed style of activity (42%). From this perspective, a new formula would thus be of the minority kind – relating to only an eighth of volunteers.
This brings up to a third aspect of forms of volunteering, namely the intensity of activity, measured as the volume of hours worked. The average number of hours worked by formal volunteers in all civic organisations (further, only OOS) per year is 47 hours. We consider as more precise and reliable information gained relating to hours worked during the last month
, but this also has the disadvantage that it only relates to a portion of volunteers (those that worked in this given short period
). The average number of worked hours for the last month is 11 (with the median being 8 hours). 

Around three-quarters of volunteers (71%) work up to ten hours a month. A large group of volunteers thus evidently work relatively little, with a small group of “work-horses” working with great intensity. The upper quarter of formal volunteers work on average 25 hours per month – which is more than double the amount worked on average by the other volunteers.  In total, the “work-horses” work 57% of hours dedicated to formal volunteering per month. Similarly, according to Musick and Wilson, in the US, the upper quarter of volunteers works 68% of the total number of hours, while in Canada that figure is 73% (2008, pg. 27; the information pertained to one year rather than four weeks). This means that in these countries, the core of volunteers which “carry” the load on their shoulders is even more distinct regards other volunteers than in the Czech Republic.
With a degree of exaggeration, it is possible to say that just as the number of volunteers is lower in the Czech Republic than, say, Canada (in Canada, 46% of citizens over 15 partake in formal volunteering, from Hall et al., 2009) and just as overall volunteers work fewer hours (in Canada, the average isn’t 47 hours but rather 166 hours per year
), then at the same time, their core works fewer turns. Canada represents one of the peaks of volunteerism when compared to the rest of the world. It is also interesting to note that the difference from this “ideal” can be viewed both in wider volunteering and also in its intensity and in the service provided by the volunteering core.
While describing the specifics of volunteering work, Pearce distinguishes volunteers between members of the “core” and the rest, who form the “periphery”.
 Pearce connects members of the core with (a) greater informativeness, (b) more time given over to work, (c) higher regularity;  he then divides volunteers in the periphery into those who contribute regularly (but only a small amount of time), and into those that join in occasionally(1993, pg. 47 - 49). From these circumstances, Pearce then extrapolates the authority of members of the core (which he considers as an important mechanism to manage volunteers within organisations). Further, Reed and Selbee (2003) distinguish as useful an empirical and analytic category labelled as “intensive core” meaning volunteers who work with above-average intensity (2003).

Table 8: Intensity of Volunteer Activity during the Last Month 
	Form of volunteer activity
	Number of hours per month
	Formal volunteerism (%)

	Peripheral
	1-9 hours
	52

	Semi-peripheral
	10-12 hours

	23

	Core (“workhorse”) 
	13 or more hours
	25

	Total 
	100


N = 720

The labels “core”, “semi-peripheral” and “peripheral” are not always appropriate in describing all forms of volunteering, and in the book we use them as an equivalent form of pure descriptive labelling similar to “above-average”, “average” and “below-average” worker. This is done firstly so as to properly enable the analytic potential of these factors (Pearce; Reed, Selbee, above), and secondly to avoid the over-evaluative usage of the terms “average” and “below-average”.   
Table 9: Intensity and Regularity of Volunteer Activity (%)

	Form of volunteer activity
	Regular volunteers
	Occasional volunteers

	Peripheral
	50 (---)
	71 (+++)

	Semi-peripheral
	23
	16

	Core (“workhorses”) 
	27 (++)
	13 (--)

	Total
	100
	100


N = 713

In Table 9 we can see that 27% of regular volunteers belong within the core, but only a half of this is the case with occasional volunteers (13%). Among regular volunteers, an above-average intensive volunteering style occurs twice as often as among occasional volunteers. When we examine the situation from another angle and ask the question: “who exactly are the work-horses?” we can say that 94% of this load-bearing group are regular volunteers. Therefore, the intensive core of the “work-horses” is almost entirely formed of regular volunteers.
 Further, among members of the core, long-term volunteers dominate (forming 69% of the core, while forming 60% in the periphery). The final characteristic which differentiates between forms of volunteering activity in a statistically significant manner in terms of intensity is the impact of membership within an organisation.  In contrast to members of the periphery, membership is important for a larger portion of core members and for a larger portion of semi-peripheral volunteers (membership is important for 92% of peripheral volunteers and congruently 96% for semi-peripheral volunteers and also “work-horses”.

Overall, anticipated relationships between core membership (an above-average intensive volunteer style) and a regular and long-term style of volunteering activity and the import of membership were confirmed. In this sense, volunteers from organisation cores are classic, collective volunteers. On the other hand, no statistically significant relationship between the core and whether the volunteer is or is not a member of OOS (not even whether they are members of more than one organisation at once) was found. While the proportion of non-members among volunteers is overall very small (only 9%), among long-term volunteers, we find four-times fewer OOS non-members than among short-term volunteers (4% vs. 17%). Similarly, the share of non-members is around four-times lower among regular volunteers in comparison with occasional ones (6% vs. 16%). Should we seek non-members among volunteers, we would be far more likely to find them among short-term and occasional volunteers. Conversely, long-term and regular styles of volunteer activity is to a higher degree associated with those that are members of organisations. 

Table 10: Form of Volunteer Activity and the Meaning of Membership in Organisation (%)

	STABILITY
	Membership important
	Membership unimportant
	Total (N = 1030)

	Long-term (more than 3 years)
	93 (+++)
	7 (---)
	100

	Short-term
	85 (---)
	15 (+++)
	100

	REGULARITY
	Membership important
	Membership unimportant
	Total (N = 1028)

	Regular
	93 (+++)
	7 (---)
	100

	Occasional
	79 (---)
	21 (+++)
	100


3. Types of formal volunteering activities
According to several authors, (Merrill 2006), in recent times the relationship between service and advocacy volunteerism has been shifting towards advocacy volunteering. Relating to new volunteering, Hustinx describes a “direct activism” (focused activism) (Hustinx, 2004). We assume that “direct activism” is not characteristic for activities in interest or service organisations, but is conversely typical for new (activist) advocacy organisations in the field of human rights, defence of the environment etc. Their activities are focused on changing conditions and the solving of problems and signal a new model of volunteering.

We stem from the basic (twelve-component) international categorisation of ICNPO, which we then reduce and structure according to commonly used criteria, and adapt them to the specific situation in the Czech Republic. This specificity can primarily be seen in the separation of OOS into old and new, which is similar in other post-communist countries of central and Eastern Europe. “Old OOS” were often founded during the existence of Czechoslovakia’s First Republic (1918-1938), meaning before the ascent of the communist regime and also during the existence of this regime. “New OOS” were partly founded towards the end of the communist era, but the majority were founded after 1989. The division into old and new OOS is not purely formalistic but also chronological.
These two types of OOS function in various globally-created specific directions, their activities rooted to varying degrees (Haddad 2007) in public administration institutions. Old OOS concentrate their activities on the fields of sports, recreation and culture while new OOS are dominant in the fields of welfare services, human rights, and the environment. The old part of the civic sector follows a hierarchical configuration, with large associations of smaller membership organisations dominating, while horizontal communication among individual OOS functioning within the framework of the association tends to be poor. Interaction takes place primarily inside hierarchical associations, whose management is dependent on good relations with representatives of the central public administration. State support of old OOS is not conditional upon the presentation of projects, but is directly based on the number of members found in individual associations. The structure of new OOS tends to be horizontal, even though for some time, it has been possible to witness efforts to build umbrella organisations, both on regional and central levels - but their positions are so far relatively weak.

Yet representatives of new OOS have assumed a crucial lobbying position in the Government Council for Non-State Non-Profit Organisations, where old OOS tend to not be represented. New OOS are different from old organisations (ignoring different sources of financing) in the fact that they exclusively gain financial support from the state in the form of grants. They are very active in the realms of civic participation and building communities in the civic sector. Conversely, old OOS build their collective identities on traditional community values and tend not to partake in the public discourse regarding the roles of OOS in society. Old non-profit organisations usually have a mutually beneficial character. They are either various interest groups, clubs and associations or they are advocacy organisations or so-called “old social movements” defending the interests of various layers and professional groups within the population. Conversely, new non-profit organisations tend to have a more universally beneficial character and tend to focus on providing services such as welfare activities, or as organisations of “new social movements” battling for the rights of minorities, supporting the universal interests of society or all of mankind. On the basis of the aforementioned descriptions, the structures of OOS can be divided into four basic organisation types, presented in Table 11. 

Table 11: Typology of Non-profit Organisations in the Czech Rep. by ICNPO Category
	
	Monitored interest:

	Orientation:
	Mutually beneficial
	Universally beneficial

	Service
	1. Old interest (service)

Mutually beneficial 


- sport 


- recreation 


- community development

- interest group
	2. New service
Universally beneficial
· - health and social care, 

· - education
· - humanitarian aid, charity

	Advocacy
	3. Old advocacy
Mutually beneficial 


- unions 


- employee associations

- professional organisations (chambers)
	4. New advocacy
Universally beneficial

       - environmental protection and animal rights
       - defence of human rights
       - defence of civil rights  (consumer and minority rights)


Source: Frič, 1998

Almost a fifth of volunteers choose to work in more than one organisation. If we take into consideration volunteering activities of citizens in various organisations
, then, according to the results of our study, the share of volunteers falling into individual OOS types looks thus: 

· Old interest (service) OOS: 81% volunteers, which is 24% of citizens 

· New service OOS: 21% volunteers, which is 6% of citizens 

· New advocacy OOS: 11% citizens, which is 3% of citizens 

· Old advocacy OOS: 6% volunteers, which is 2% of citizens
Among volunteers, those who work in so-called “old” interest groups singularly dominate.  A full four-fifths of volunteers work in the spheres of culture, sports, and youth organisations such as Pionýr or Junák, in units of volunteer fire-fighters or in interest or recreational organisations such as gamekeeper’s associations, as gardeners, breeders or collectors. In the widest sense of the word, they dominate Czech volunteering. Another fifth of volunteers work in new service organisations (which provide services, aid and counselling in social or health or provide assistance in education). Only 10% of volunteers work in the field of defending rights (citizens, women, ethnic and other minorities, consumers, physically or mentally disabled citizens) or the defence of the environment or in a wider sense organisations which develop a civic society (foundations, volunteer centres). The smallest proportion of volunteers, only 6 out of 100, serve in old advocacy organisations, such as unions, or business and professional chambers.
Table 12: Volunteer Activity for Individual OOS Types by Age Group (%)

	
	15-24
	25-34
	35-44
	45-54
	55-64
	65+
	Total

	Old interest
	15 (+)
	16
	18
	16 (-)
	23
	13
	100

	New service 
	10
	23
	17
	26 (++)
	15
	9
	100

	New advocacy 
	17
	31 (+++)
	17
	12
	14
	10
	100

	Old advocacy 
	0 (-)
	5 (-)
	10
	34 (++)
	29
	22
	100

	Religious
	3 (--)
	13
	19
	17
	22
	26 (+++)
	100


N = 1017

In Table 12, we have set aside churches, which we otherwise categorise among old interest OOS. To a greater degree, older citizens work in old advocacy organisations, similarly for the church, whereas young people (up to around 35) have a reduced likelihood of working for them on a volunteer basis. New service organisations are neither the predominant domain of young nor old people, but primarily people of an adult and fully productive age; the linchpin here is presented by citizens aged 45—54 years old. New advocacy organisations are the true polar opposite of old advocacy organisations because the source of their volunteers can be found in younger age groups, primarily in the 25-34 range. With relative persuasiveness, old and new advocacy volunteering “places into opposition” the age factor for a majority of its volunteers.
An interesting finding is that interest volunteer activity is positively tied to youth aged 15-24; in this type of organisation three-quarters (73%) of young people work as volunteers. We also took a closer look at the division of volunteers in separate monitored categories of interest activities. For young people, in comparison with other age groups
 sport represents a statistically significant positive factor (18% of volunteers in sport are young people), as well as youth activities (38%), and volunteer fire-fighters (17%). Conversely, a notable negative factor is found for young people and volunteerism in traditional interest (fishing, game-keepers etc. 4%) and recreational organisations (collectors, etc. 0%). Beyond the sphere of old interest OOS we can only find a higher degree of young people among volunteers defending the environment (26%).

We can therefore state that young people devote less time to volunteering in traditional spheres of interest volunteering than elderly people. They only remain strongly connected with those interest organisations that by definition or character are specifically related to young people, for example sport and youth activities. However, and somewhat surprisingly, there is a strong representation of young people in associations of volunteer fire-fighters, which serves as an exception to theoretical expectations. The question is whether this underscores successful efforts by fire-fighters to gain young recruits (for example via recruitment techniques, successful marketing, inducement activities such as sports or risk-based, heroism or other such factors attractive to young people) or whether it tends to point to the specific standing of volunteer fire-fighters in local communities where they represent far more than just the mere role of an “interest” activity (for this reason, we studied them separately; one can deduce that they fulfil a role of “community development” which in foreign surveys tends to be embraced, but in the Czech reality is often difficult to fill).

Table 13: Volunteer Activity for OOS Type by Education (%)
	
	Elementary School
	Secondary School
	Higher education/ Higher Vocational School
	Total

	Old interest
	48 (++)
	41
	11 (---)
	100

	New service 
	34 (--)
	50 (+)
	16
	100

	New advocacy 
	39
	36
	25 (+++)
	100

	Old advocacy 
	35
	28
	37 (+++)
	100

	Religious
	53
	32
	15
	100


N = 1039

In advocacy groups we find a higher proportion of university-educated volunteers; in new advocacy OOS, they represent a quarter of all volunteers and in old advocacy, the figure is 37%. University-educated volunteers do not occupy such high proportions in any other area of volunteering. The defence of rights and interests, be they traditional modern issues of the protection of workers, economic of professional interests (old advocacy) or new issues of secondary modernity such as the defence of human rights, the environment, or the development of a civic society (new advocacy), are followed by high-school students  far more than other areas of volunteerism. Conversely, in service OOS, we find the greatest likelihood of secondary school graduates and in interest OOS, volunteers with an elementary education. 
Table 14: Form of Volunteer Activity by Area of Activity (%)

	Form of volunteer activity 
	Typology of organisation
	Total

	
	Old interest
	New service
	New advocacy
	New advocacy
	

	Stability
(N = 1030)
	Short-term 
	54 (---)
	25 (+++)
	17 (+++)
	4
	100

	
	Long-term (more than 3 years)
	81 (+++)
	9 (+++)
	5 (+++)
	5
	100

	Regularity
(N = 1029)
	Regular 
	72
	16
	8 (--)
	4
	100

	
	Occasional
	67
	14
	14 (++)
	5
	100


Only volunteers from new advocacy OOS demonstrate a persuasive inclination towards the new model or volunteerism – meaning short-term and also the occasional style of activity (see Table 4.16). Volunteerism in old interest organisations may well be singularly connected with a long-term form of volunteering, as the collective pattern would anticipate, but a connection to a regular style is nowhere near as convincing.
 Further, service volunteerism may well be connected with the short-term form, as the new reflex pattern would anticipate, but it completely fails to correspond to the occasional style of volunteering. From the point-of-view of formulas, service volunteering is thus a kind of “hybrid” form, which could relate to the nature of activities in organisations that provide services and do not, to a large degree, even enable an occasional form of volunteering.  
Perhaps surprising is the fact that there is no relationship between the area of activity and the volume of undertaken volunteer work – nonetheless, the table below at least demonstrates that the average number of volunteer hours is highest in service organisations and the lowest in traditional advocacy organisations. 
Table 15: Average Number of Volunteer Hours by Area of Activity 
	Average number of hours during four-week period
	Old interest
	New service
	Old advocacy
	New advocacy

	
	11 hours
	13 hours
	9 hours
	11 hours


4. Direction of volunteering activities
We will structure the list of volunteer activities so as to gain a basic overview of the work of volunteers, which is sufficient in order to identify two basic models of volunteering. On the one hand, we will delineate volunteers who work for organisations (including functionaries, members of committees and administrative boards) from those who directly aid clients and have an interest in direct contact with a given problem. On the other hand, we will delineate volunteers who provide services from those who press for the defence of interests and are closer to social activism.  
Table 16: Volunteerism in the First Line by Area of Activity OOS (%)
	
	Old interest
	New service
	New advocacy
	Old advocacy

	Volunteerism in the first/ activism
	24 (---)


	34
	55 (+++)


	8 (--)



	Home front volunteerism/ service
	76 (+++)
	66
	45 (---)
	92 (++)

	Total
	100
	100
	100
	100


N = 883

In the “home guard” or providing services for organisations, formal volunteers make up 71%, while 29% of volunteers engage in activities characterised by the new model (first line or activism). The data demonstrates that activism, as expected, positively correlates with activities in new advocacy organisations. These are also the only types where more than half of volunteers (55%) devote time to this style of volunteering. In terms of volunteering typical for the classic collective model (home guard or service), we find a higher degree of old interest and old advocacy OOS. Among activist volunteers, secularised volunteers have a greater overall proportion (meaning non-church members; religious activity measured as visits to church services has no impact on activism). From the point-of-view of age, activist volunteering positively correlates equally with all younger age categories right up to age 44 (young people represent 15% of  activist volunteers with the age categories 25 – 34 and  35—44 both standing at 20%). There are very few seniors involved in this type of volunteering (9%).

In two of three basic parameters of volunteering activity, the studied forms of volunteerism are the same (from the point-of-view of volume and regularity). Activist volunteering only positively correlates with the short-term form of volunteering activity (among volunteers in the first line/activists, 49% are short-term, while the short-term form for volunteering in the home guard demonstrates a 10% smaller tendency).We can thus surmise that according to expectations, activism and activity in the first line are positively associated with younger age, short-termism and also partially with secularisation. Further, it is a type of activity notably connected with new advocacy organisations. Conversely, we did not find a correlation with the education levels of volunteers. Nor can it be said that activist volunteers in the first line demonstrate a notable difference from the rest in terms of volume of work or regularity of activity.
5. Membership in organisations and volunteering activities 
In the Czech Republic, 91% of volunteers are also members of OOS. Thus, it can be stated that almost every volunteer is also a member of the organisation for which they work and that the collective model of volunteering dominates in the Czech case. In countries where there are a large number of members, we also discover a high degree of formal volunteers: in the US or in Holland, where we find the largest share of OOS members, we also find the largest share of formal volunteers (Musick, Wilson, 2008, pg. 13). However, according to Musick and Wilson, around half of the proportion of formal volunteers is comprised of OOS members. In the Czech Republic, this is somewhat different. The share of members among citizens is 39%, but 30% of all citizens partake in volunteering, which is a rate significantly higher than half. It can be stated that in the case of the Czech Republic, the overlap between membership and volunteering is unusually large. It appears that volunteering in the country is essentially defined by close connections with organisations.

The connection between volunteering and membership is expressed by the regular style of volunteering. Even if the regular style dominates overall, among non-member volunteers regular volunteering represents 52%, while among volunteer-members, there are at least one-fifth more, with a total figure of 76%. Volunteering connected with membership is also marked by the long-term form of activity. Among non-member volunteers, only 28% are long-term volunteers (short-term volunteers dominate), while among volunteer-members, 63% are long-term. For loyal volunteers, connected to membership in organisations, it is also characteristic to find them in the home-guard/service (among volunteer-members, 73% of volunteers primarily devote time to this form). With volunteering in the first line (activism) we tend to find non-member volunteers (relating to 51% of non-member volunteers). 
The share of individualised non-member volunteers and therefore the potential application of the new model of volunteering is highest in the case of new advocacy organisations (the share of non-member volunteers is 30%) and in service organisations (15%). Both types of organisations, primarily new advocacy, can partially be identified with the new model of volunteering. Conversely, the classic collective model applies for old advocacy organisations and for interest organisations in which members dominate among volunteers (only 5% of volunteers here are not members of the organisations that they work for).  
Table 17: Share of Members and Non-members by OOS Typology (%)
	Type of organisation
	Membership in OOS
	Total

	
	No
	Yes
	

	Old interest
	5 (---)
	95 (+++)
	100

	New service
	15 (++)
	85 (--)
	100

	New advocacy 
	30 (+++)
	70 (---)
	100

	Old advocacy 
	5
	95
	100


N = 1045

6. New trends: virtual and employer-supported volunteerism 

According to several authors, employer-supported volunteering
 and virtual volunteering represent the future trends of volunteering (Rochester, 2010, pgs. 107, 112). Theoretically, we could connect company and virtual volunteering with the new model of volunteering. 
Employer-supported volunteerism
The collective model of volunteering assumes volunteering activity within the framework of fixed communities and as a component of loyalty to particular organisations. In this sense, “traditional” in Czech society could be defined as above-standard volunteering work directly for one’s employer. One of the specifics of volunteering during the communist era was a wide scope of “volunteering” for employees in the form of work shifts and volunteering obligations. The majority of people would certainly distance themselves from this form of “traditional” volunteering for employers today (although in place of state-organised unpaid work, we now instead see the rise of other forms of unpaid and over-time work demanded and legitimised by the different “capitalist” model). 
Volunteerism aiding organisations of civic society, supported or organised by employers is a new phenomenon in the Czech Republic, perhaps most propagated and supported as “company volunteerism” by the Donor’s Forum since the end of the 1990s. Similarly to the rise of programme volunteerism, “company volunteerism” is representative of the re-building of a civic society following the fall of communism in 1989. 

2.5% of citizens aged 15 and over devote time to employer-supported volunteerism (in the model N = 96), which is only a fraction in comparison with the 30% of formal volunteers. Despite the fact that this is a marginal phenomenon from the perspective of the population, it is far from insignificant (not even the number of citizens who are members of political parties is above 3%). From the data, we can see that employer-supported volunteerism is strongly intertwined with formal volunteering, because more than half of “company” volunteers are either members of OOS or volunteers for organisations of organisations of civic society (54% of OOS members are “company” volunteers and during the last year, 46% of “company” volunteers also partook in volunteering activities for OOS). Thus, we are not dealing with two entirely divergent streams of volunteering; between the world of formal volunteering and the world of employer-supported volunteering one can observe a notable intersection (which cannot be attributed to the view that employers end up sending volunteers to work for OOS anyway – membership cannot be explained this way). Despite this, the share of OOS members among employer-supported volunteers is much smaller than the share of members among formal volunteers (54% vs. 91%). In this sense, we could truly view company volunteerism as an example of a new, individualised model of volunteering. 

The largest share of employer-supported volunteers work in institutions (companies, offices) of smaller size, meaning with between 11—50 employees. One cannot say that this form of volunteering is the exclusive domain of large employers, who, thanks to their international ties, act as carriers of new models of volunteering. Conversely, if we use a simplified form of a European Commission recommendation, regarding the definition of medium and small businesses (SME)
 as a guidepost for measuring employees, we can then say that the majority of employer-supported volunteers work in small and medium-sized “businesses”.

Table 18: Employer-Supported Volunteerism by size of Company 
	Number of employees
	1-10

Micro-business

	11-50

Small business
	51-250

Medium business
	More than 250

Business larger than SME
	Total

	Engaged in volunteering activities that were organised by employer
	15
	41
	27
	10
	93


N = 93

Note: The table only features frequency (absolute number) of responses.
Employer-supported volunteering demonstrates numerous specifics and is distinct in a statistically significant manner from the rest of the population by age and education.  If we examine the selected social demographic details in comparison with volunteers who work for OOS, several differences are evident.
 Firstly, as expected, employer-supported volunteering predominantly involves people of a productive age; young people aged 15-24 have a significantly lower chance of becoming this kind of volunteer (representing only 3% of company volunteers) as do seniors aged 65 and above (they represent 8%). Thus, if the new model of volunteering were to primarily relate to the rise of young people and seniors, and therefore “level-out” the differences between volunteers of different age groups, then company volunteerism would certainly not be added to this.

Secondly, employer-supported volunteering is associated with those that have high-school and secondary-school educations. We already know this fact thanks to a study of formal volunteers, which demarcates higher education from the rest of the population; for volunteers supported by employers, this is more applicable (the share of high-school graduates among formal volunteers was 15%; among employer-supported volunteers, it climbs to 25%, while the share of those with only an elementary education working among “company” volunteers is 26%.) The issue presented here is whether we can interpret this finding as an indicator of a high level of the individualisation of volunteers or instead as an expression of the form of “company” environment in which “company” volunteerism usually takes place. The companies, organisations and institutions can actually be viewed as by nature requiring more staff with higher educations; or conversely, operations founded on manual labour, under the “company” interpretation, tend to avoid volunteering.
It could be said that employer-supported volunteering is unusually poorly connected with membership in organised civic societies in the Czech Republic, because among “company” volunteers, “only” half are also OOS members. From this point-of-view, a true trend could be evident – one which contributes towards the establishment of a new model of volunteering (which would also be underscored by the increased share of high-school graduates among “company” volunteers). On the other hand, the share of OOS members among “company” volunteers is considerably higher than in the unengaged population (a mere 17% of non-volunteers are members of OOS). But the fact remains that even employee-supported volunteering relates to a higher degree to members of organisations of civic society; this is thus not an entirely peculiar phenomenon, which would somehow “attack” the classic collective form of volunteering from without, outside of the ranks of existing volunteers and members of OOS.
Virtual volunteerism
Virtual (or online) volunteering “amounts to” volunteered, unpaid work undertaken via the Internet (not including the use of the Internet, for example, for the recruitment of new volunteers). Murray and Harrison (2005, pg. 32, quote in Rochester, 2010, pg. 112) assume the evolution of an entire form of volunteering, which, right from recruiting volunteers to work performance and supervision, plays out on the Internet and pushes to the side one of the traditional traits of volunteering – face-to-face interaction. Online volunteers can devote their time and efforts towards the maintenance of websites, or the digitalisation of texts, as well as a wide range of other activities (research, fundraising, PR, consultancy, moderating online discussions etc.).
Around 1% of citizens 15 and above are virtual volunteers.
 Similarly to the case of company volunteering, there exists a strong overlap between virtual and formal volunteerism.  More than half of virtual volunteers (56%) also devote time to formal volunteering and two-thirds (67%) are members of OOS.
 Unfortunately, we do not know whether their virtual activities are for organisations or whether they are members (this question was not asked); due to the high proportion of OOS members among virtual volunteers we can only assume this. The dependence of virtual volunteers on OOS
 primarily leads towards the field of interest organisations which we tend to connect with the traditional model of volunteering. With that, and somewhat paradoxically, virtual volunteering would connect with traditional forms of volunteerism.

The fact that OOS membership positively correlates with Internet volunteering entirely goes against assumptions relating to virtual volunteering as a new trend connected with the individualisation of volunteerism and the new model of volunteering. According to Cravens (2006, quote. in Rochester, 2010, pg. 114) virtual volunteering should not actually even relate to an entirely separate category of people; the author argues that the majority of virtual volunteers also partake in “face-to-face” volunteer activities. Thus, we cannot consider virtual volunteerism as a fundamental alternative regards formal volunteering – not even from the perspective of scope (a mere 1% of the population), nor from the perspective of the mutual exclusivity of both types of volunteering. 

If we compare the share of OOS members among formal volunteers and virtual volunteers, the proportion of volunteer-members in virtual volunteering is considerably smaller (91% among formal vs. 67% among virtual volunteers). In this sense, virtual volunteering is far more tilted towards the direction of a “non-loyal”, reflex form of volunteering. Virtual volunteering is also connected with younger age groups. Among virtual volunteers, there is a higher portion of young people aged 15-24 (representing 16% of virtual volunteers), people aged 25-34 (30%) and 35-44 year-olds (26%). Conversely, there is a smaller likelihood of membership in virtual volunteering by older people (the share of seniors in virtual volunteering is half that of formal volunteering). This is perhaps because virtual volunteerism is a key component of the activities of youth organisations. 
Virtual volunteering is also connected with higher education levels (the number of people in virtual volunteering with just an elementary school education is only 24%, while among formal volunteers, the figure is 43%). Therefore, we have a more certain relationship to higher education levels than is the case with formal volunteerism, which would supports the theses of virtual volunteering as a new model. Among virtual volunteers, we may well find higher numbers of high-school graduates (18%), but secondary-schoolers form the majority (58%). From the perspective of assumptions relating to the connection of new trends with higher levels of education, we are unable to explain this fact.
 

The emergence of new types of volunteers primarily connected with the development of information and communication technologies, which have enabled the creation of virtual communities and opened up a wide field of opportunities for the functioning of so-called “virtual” volunteers, should counter the thesis of a decline in volunteering. However, in the Czech Republic, virtual volunteering is only undertaken by a fraction of the population (1%) and apart from this, primarily tends to be associated with volunteers anchored as members in organisations of civic society. Thus, at this time, it is impossible to say whether an alternative field is opening up for the functioning of volunteers (which would, for example, be excluded by a methodological directed study of formal volunteering).  
Virtual volunteerism does not represent a phenomenon strictly separated from classic volunteerism connected with OOS membership (67% of virtual volunteers are OOS members) To a greater degree, it primarily relates to young people (right up to age 44, thus it is not a trend strictly connected with youth) and people with a higher education – for them, it is even more typical than for formal volunteers. More than university graduates, virtual volunteering is dominated by secondary-schoolers (58%); so even here, the assumption regarding a social trend connected with the highest levels of education do not apply.

7. Professionalisation of volunteerism
From literature, whose overview we present above, it is evident that two styles of managing volunteers – programme or “employment-based” on the one hand and democratic, membership-based or collective on the other – should be contrasted primarily via the degree of formalisation of volunteering activity (or work with volunteers). In our analysis, we measured the forms of managing volunteers via seven indicators
:
a volunteer coordinator works in the organisation
the volunteer underwent specific training
the volunteer underwent an entry interview
the volunteer was presented with a job description
a reference was requested
the volunteer and organisation signed a contract
the volunteer was sent by a volunteer centre
On the basis of these indicators, we created an index of professionalisation of the management forms of volunteers
 (see Table 19). Around half of volunteers work within the framework of a membership style of management and around a half work in a programme, partially or highly professionalised form of management. We view this as relatively high when considering the large prevalence of volunteers in interest OOS, where we assume a membership style of managing volunteers.
Table 7.1: Index of the Professionalisation of the Styles of Managing Volunteers in OOS (%)
	Number of fulfilled indicators of professionalisation
	Share of volunteers
	Index of professionalisation
	Share of volunteers
	Form of volunteerism

	0 indicators
	26
	Low
	49
	MEMBERSHIP       (49)

	1 indicators
	23
	
	
	

	2 indicators
	16
	Medium
	29
	PROGRAMME (51)

	3 indicators
	13
	
	
	

	4 indicators
	11
	High
	22
	

	5 indicators
	6
	
	
	

	6 indicators
	4
	
	
	

	7 indicators
	1
	
	
	

	Total
	100
	
	100
	


N = 1009

According to HESTIA – National Volunteer Centre, from the perspective of the management of volunteers, there is a sufficient medium level of professionalisation, for example the presence of a co-ordinator or training (which are the two most common indicators of the professionalisation of volunteering activity). Several other traits are not necessary in many arenas or are even counter-productive (writing contracts etc.) Thus, the index of professionalisation cannot be viewed as a ladder, upon which it is necessary to climb right up to the highest rung. High professionalisation should be viewed as a trait of certain organisational structures of volunteering, rather than as an ideal for all.
Professionalisation of organisations
The professionalisation of volunteering does not have a strong statistical correlation with the size of an organisation (measured in terms of employee numbers)
. The index of professionalisation is only influenced by whether the organisation has employees or not, but the number is not as important. The majority of volunteers work in OOS without employees, meaning in membership or amateur organisations (62%)
. As expected, there is a positive correlation between the professionalisation of organisations and the professionalised form of managing volunteers
: volunteers with a lower index of professionalisation primarily work for organisations without employees (73% of volunteers with a low index and 59% of volunteers with a medium index), while volunteers with a high index of professionalisation primarily work in organisations with employees (57%).

Despite the demonstrated relationship between the professionalisation of forms of managing volunteers and the professionalisation of the organisation, it is surprising to find that a significant portion of volunteers with a high index of professionalisation work in organisations without employees (almost 44%)! This is a number that suggests the existence of a significant group of professionally managed volunteers even in organisations founded on a purely voluntary basis. A highly professionalised form of volunteer activity in organisations without employees is certainly of interest to us. Would, for example, the group shrink if we made stricter the criteria of professionalism in volunteering? This plays out in an interesting manner and in more detail in Table 20. 

Table 20: Form of Management of Volunteers (Detailed) and the Professionalisation of Organisations (%)

	Number of fulfilled indicators of professionalisation 
	OOS without employees


	OOS with employees
	Total

	0
	78
	22
	100

	1
	66
	34
	100

	2
	58
	42
	100

	3
	60
	40
	100

	4
	47
	53
	100

	5
	52
	48
	100

	6
	25
	75
	100

	7
	20
	80
	100


N = 1009

The extreme poles of this situation are entirely clear – the membership style of management without a single trait of professionalisation relates, with a clear majority, to volunteers from amateur organisations (78%), while the maximally professionalised form of management is prevalent in professionalised organisations (80%). Despite this, amateur volunteer organisations are doing relatively well. Also, the three indicators of the professionalisation of volunteer management are in a convincing majority among organisations with employees. If we look at the absolute peak, where all seven indicators for the professionalisation of working with volunteers are fulfilled – and where organisations with employees dominate - then even here, we find a fifth of organisations lacking employees, meaning entirely amateur organisations, which at the same time have developed an entirely professionalised form of managing volunteers.  
In reality, the situation is likely not so acute. This is because we know that of volunteers sent by volunteer centres (5% of volunteers) 48% of these went to organisations without employees. In their survey responses, the volunteers could then theoretically present formal requirements (schooling etc.) which they had come across thanks to the volunteer centre, rather than directly via the organisation where they worked. However, even if we remove cases in which the volunteer was sent by a volunteering centre, the proportion of amateur organisations with a high degree of professionalisation remains just as high.
 Here we could seek to find a seemingly paradoxical model of the professionalisation of volunteering in amateur organisations. Nonetheless, their existence demonstrates the strength with which the professionalised model of volunteerism asserts itself.
In those OOS that have their own employees, another perspective presents itself, which increases the complexity (albeit not necessarily the professionalisation) of volunteerism. This is the parallel employee status of volunteers (even those in part-time work). The data demonstrates that employee-volunteers are barely represented at all (0.4%) in the poorly professionalised style of managing volunteers, while the highest professionalised manner of volunteerism has the highest share (11%). The complex situation in which one person can be both volunteer and employee tends to be combined with highly professionalised volunteer activity. Thanks to a graduating formalisation, high levels of professionalisation enable the management of such situations or at least try to (the data does not provide answers to success rates).

Professionalism and typology of OOS

In the field of providing services, around three-quarters of volunteers work for organisations that have employees, while in the field of new advocacy activities the figure is around half of volunteers. Thus, our study confirms an assumption regarding the professionalisation of new advocacy organisations and professionalised service non-profit organisations. However, half of volunteers in the field of old advocacy activities also work in organisations with employees and this is even more so with religious organisations. Thus, the professionalisation of the organisation is not merely a characteristic trait for “new” types of organisations or subjects. In contrast to this stands the field of old interest OOS, in which three-quarters of volunteers work in purely member-based organisations without employees. If we would seek to find the expression of an ideal collective pattern, then it would be in old interest OOS. This is also underscored by the fact that it is precisely in old interest OOS that we find a majority of volunteers working in a poorly professionalised, membership style of managing volunteers (meaning a low index of professionalisation). Conversely, highly professionalised volunteerism can be found in new advocacy and new service organisations (see Table 21)

Table 21: The Professionalisation of Volunteerism by OOS Typology (%)

	
	
	OOS typology by type of activity 

	
	
	Old interest-based
	New service
	New advocacy
	Old advocacy
	Religious

	Organisation 

(N = 830)
	Amateur
	74 (+++)
	29 (---)
	49 (-)
	49
	33 (---)

	
	Professional
	26 (---)
	71 (+++)
	51 (+)
	51
	67 (+++)

	
	Total
	100
	100
	100
	100
	100

	Index of professionalisation
(N = 931)
	Low
	54 (+++)
	29 (---)
	34 (--)
	49
	64 (++)

	
	Medium
	28
	36 (+)
	26
	32
	25

	
	High
	19 (---)
	36 (+++)
	40 (+++)
	20
	12 (-)

	
	Total
	100
	100
	100
	100
	100


Theoretical assumptions are again confirmed by the reality that the insufficiently professionalised, membership-styled form of management tends, to a larger degree, to relate to volunteers in interest organisations while the professionalised, programme-style form of management tends to be experienced by new advocacy and service organisations.  
However, there is a notable difference between new and service organisations. Service activity is the only area where we find to a greater degree a medium level of professionalisation of the management of volunteers. This can relate to the types of services that do not require a higher formalization of the management of volunteers or where this is viewed as counter-productive. In contrast to this, new advocacy volunteerism is to a higher degree tied to the highest level of professionalisation rather than medium levels. For what reason do newer advocacy organisations rather than service ones tend towards a highly professionalised style of managing volunteers? This can be empirically confirmed by theoretical literature, either in foreign or in Czech civic society, describing the rise of professionalised advocacy organisations, which not only have a minimum number of employees and members, but are primarily used to working under a programme-based style of management, which also then reflects in a programme-based style of leading volunteers. This is also clearly underscored by the fact that 40% of volunteers in new advocacy organisations are managed in a highly professional style. Such a share of highly professionalised management of volunteers cannot be found in any other field. And despite the fact that a third of new advocacy volunteers remain within the context of a membership style of management, where we can find an amateur, less formalised form of activism, it is important to note that this is a minority.
8. Support of volunteerism 

Each value that society recognises and decides to defend must also have an accompanying norm of strengthening activity attached, which acts as the bearer of the given value. So far, in the Czech Republic, universal legislation supporting volunteerism has not been enacted. Law no. 198/2002 related to the volunteering service, which has been in effect since 2003, only directs the state towards “transmitting organisations” or “organisations of the agency character which mediate volunteering, or large, sufficiently financially and institutionally secured organisations.” (Tutr, 2005, pg. 16). This finding, which stemmed from undertakings by Vojtěch Tutr in 2005 based on surveys across 36 OOS, continues to this day. Hitherto, representatives of the majority of OOS are unable to rid themselves of the impression that the state only recognises “accredited volunteers” (sent by transmitting organisations), which when compared to the rest of the volunteer sector are actually in the overwhelming minority (according to data gained during our study, they make up 5.4% of formal volunteers). Czech society has so far failed to catch on to modernisation trends related to the institutionalisation of the role of the volunteer and encompassing his or her status within the legislative system. Even though since 2000 this situation has been gradually changing, the institutionalisation of the role of the volunteer remains largely closed-in within the boundaries of new service organisations functioning in the spheres of health, social and education services. In 2008, “Rules for the integration of volunteering in the health sector” were devised with the role of volunteers being incorporated into a 2007 legislative amendment regarding social services.  Since 2004, programmes and projects of the Czech Ministry of Education and Youth have formally incorporated co-operation with volunteers and even the expansion of volunteerism in certain arenas (for example “The Programme for the State Support of Work with Children and Youth for NNO [non-state NGO],” the “European Volunteer Service” programme and the “Keys for Life” project). Further, volunteer centres have been established on the grounds of a series of health and social facilities (Tošner, 2010). While these developments can certainly be viewed as a step in the right direction, neither OOS nor volunteers consider them sufficient. 

The government and public sector can, apart from material and legislative support, also offer symbolic help – in terms of lifting morale, by helping propagate the ethos of volunteerism and the prestige involved in working for universally beneficial goals. Simply put, public institutions can contribute towards the formation of a social climate which is favourable towards volunteerism. They can support the positive reputation of volunteers (valuing the rewards of their efforts) and promoting informal norms of social responsibility, which award volunteering an irrefutable legitimacy (Haddad, 2007, pg. 75). An impression of the wide and varied climate existing in the Czech Republic can be ascertained via the following discoveries: Three out of five (61%) of surveyed citizens believe that in the Czech Republic, there is a prevalent attitude that each person should at least once in their lives undertake volunteer work for the benefit of others. And 71% of respondents believe that in the Czech Republic, the majority of people view volunteering work as something that they can be proud of. As is evident, a “pro-volunteering climate” is prevalent, albeit one that does not necessarily move everyone. Indeed, it can be stated that in the eyes of a significant proportion of Czech society, volunteering has a bad image and low legitimacy. Around a quarter (24%) of respondent citizens view volunteers as naïve people who fail to understand that they are being used. What is notable is that one-fifth of formal and informal volunteers share this view. Non-volunteers, unsurprisingly, have the most common negative views of volunteers. 

Table 22: Attitudes Towards and the Poor Reputation of Volunteerism (%)
	Volunteers are naïve and don’t realise that they are being used.
	Relationship to volunteering

	
	Formal volunteer
	Informal volunteer
	Non-volunteer

	I definitely or probably agree
	19
	20
	35

	I definitely or probably disagree
	81
	80
	65

	Total
	100
	100
	100


 N = 3373

With a certain degree of simplification, in the case of the perceptions of the legitimacy of volunteerism, marked differences between volunteers and non-volunteers could be described as the results of positive levels of satisfaction, which volunteers gain from their activities. On the other hand, the assertion of the volunteer ethos and the legitimacy of volunteerism is a component of a wider process of social learning, which assists in the understanding of a vision of volunteer work as a realistic progressive alternative to consumer society.
Musick and Wilson remind us that “values do not exist in isolation from each other, but coalesce into ideologies and world views.” (Musick, Wilson, 2008, s. 83). Reading these words, it instantly occurs that the poor reputation or the low legitimacy of volunteerism in the eyes of a significant portion of the Czech populace may be an artefact of the communist era with its off-putting example of ideological, mandatory volunteering. Partaking in volunteering activities organised through the workplace or in municipalities was viewed by opponents of the regime at the time as the result of pressure and manipulation on the part of the regime. Let us try to determine if the present situation is not similar in some ways to the former one.      Do opponents of the current system of governance (which they regard as unfair and undemocratic) view volunteerism similarly to opponents of the former regime? Do they view the existence of volunteers as a manipulated example of the lack of legitimacy of the current order? It appears that the answer is yes. Followers of the Communist Party of Bohemia and Moravia were the only political grouping surveyed showing a notable tendency towards viewing volunteers as naïve people unable to understand that they were being manipulated.   Thus, the post-communist world has brought about a 180 degree turnaround, with those previously viewed as the manipulators of volunteers now believing that manipulation lies behind today’s volunteering. Thus, ideological viewpoints continue to play a role in perceptions of volunteering – fortunately, however, to a far smaller degree than during the era of the former regime. 
Table 23: Poor Reputation of Volunteerism by Party Affiliation (%)

	Volunteers are naïve and don’t realise that they are being used. 
	Political party

	
	ODS
	ČSSD
	KDU-ČSL
	KSČM
	TOP 09
	Other
	Non-voter

	I definitely or probably agree
	27
	26
	22
	36
	26
	29
	30

	I definitely or probably disagree
	73
	74
	78
	64
	74
	71
	70

	Total
	100
	100
	100
	100
	100
	100
	100


 N = 3377

It could appear that the spreading of the volunteering ethos in society meets certain ideological barriers and that is why a significant portion of the population does not acknowledge its legitimacy. But ideological barriers are not the only problem. The minimal support for volunteerism from the side of politicians and legislators is in sharp contrast with the widely accepted rewards of volunteerism for social cohesion. People often view volunteerism as a social glue of both local communities and the wider society, but conversely fail to see the necessary echoing of this message from responsible public servants as well as the recognition of volunteerism from society. A 1999 study underscored this, with only 45% of respondent volunteers stating that this work had brought them societal “recognition and prestige”. On the other hand, one-third of all respondents (meaning both volunteers and non-volunteers alike) believed that those who volunteer, working for free for others are to be laughed at (Frič et al., 2001, pg. 65, 69). 
Czech formal volunteers have indicated a large degree of satisfaction from their work, and that is why the majority of them work long-term in this field. But they also sense an inadequate number of signals that the government, public sector and their civic sphere genuinely appreciates their efforts. Expected symbolic rewards from society’s official authorities are not forthcoming and volunteers often have the sense that volunteerism creates a unique world or branch of work activity, beyond whose borders “everything is different”. They also feel that the values of volunteer work remain largely unappreciated by today’s consumer society.
9. Example good practice: “Make a Connection – Připoj se”
Pavlíková L., Civil Society Developement Foundation, Prague, CZ
Černá L., Volunteer Centre, Ústí nad Labem, CZ
“I used to think volunteering was all about helping others. Now, I realize the gifts it has given me… learning to work as a team, building my professional skills, and the way I feel knowing I’m making a difference in others lives.” (Lucie Studnickova, 19, participant, „Připoj se“ program, Czech Republic)

The Civil Society Development Foundation (NROS), in partnership with Nokia and the International Youth Foundation (IYF), launched the Make a Connection (“Připoj se”) program in the Czech Republic in 2002. It was designed to address the low level of civic values and community participation of young people in the Czech Republic. It strived to increase the number of youth who take action in their communities by creating positive social change, as well as to promote youth volunteerism in the country.

Established in 1993, the Civil Society Development Foundation (NROS) is the largest grant making foundation in the Czech Republic. Its vision is a society of responsible, active citizens, who are able to act on their own initiative, to improve their lives and their communities. The Foundation’s key target groups and priorities are children and young people whom the foundation supported through strategic programs.

The Make a Connection (“Připoj se”) program was one of the few programmes in the Czech Republic that endeavours to promote volunteerism and non-formal education among non-organized youth. It targeted informal groups of young people aged between 16 and 26 who could apply for small grants from the programme to implement community beneficial projects of their own. 
Within the 9 years of existence of the program, more than 1400 youth teams applied for a small grant for their projects, of which more than 700 of these won financial support and a total of 593 projects were successfully implemented and completed. A total of 5297 young people participated directly in the project design and implementation. 

The projects implemented during the 9 years varied considerably in theme, aims, target groups and duration. Focus areas included social-health, sports, culture and art, education and enlightenment as well as many others.  However, all projects had one common theme – they helped people living in the local neighbourhoods of the volunteer youth teams. Based on evaluations, these projects helped or influenced more than 200,000 people within their local communities.  

[image: image1]
In addition to financial support, the youth teams also gained the possibility to take part in special trainings focused on life skills and practical knowledge in project management, empowering them to respond to real needs in their communities with quality volunteer projects. The Program thus provided to informal youth-led volunteer groups (focused on local communities) both grants and special training on life and project management skills. More than 1315 young people received special training, based on informal education and experiential learning. After involvement in the program, a significant number of participants stated that the program helped them to improve their life skills, such as in decision-making, communication skills and working well in groups. 
An important aspect of the Make a Connection (“Připoj se”) program is its alumni group. During the program implementation, this informal association of active Make a Connection Alumni (called Alumnik club) was created. Its aim was to support new participants of the program and to support young people in their community projects. The Alumni group played the role of supervisors, coaches, and mentors for youth groups at the local level. They proved to be an active and self-sustaining part of the program and succeeded in developing their own priorities, direction and projects. 

The Make a Connection (“Připoj se”) program demonstrated that young people in the Czech Republic do care about the world around them, they are creative, responsible and interested in active participation in the positive development of their communities. 

Example of projects supported under Make a Connection: 
Project About volunteerism in Ústí nad Labem, Implementation year: 2009, Grant amount CZK: 18075 
„Let´s easily talk about good cause!“
The project aimed to make the documentary film entitled "We do not have to, we want to!" The documentary introduced volunteerism from the perspective of young people who had been active for a long time; they talked about their activities to inform the general public.
The project was implemented from September to December of 2009 by "shooting" at meetings at low-threshold clubs, schools and even families of clients who received assistance. The output of the project was a short film produced on DVDs, which was further distributed to schools and other institutions, and today serves as a tool for discussion on the topic of volunteerism. The project was beneficial not only to volunteers, who through the project received an opportunity to reflect on the nature of its activities, but also to young people, who were the target recipients of the projects. The resulting documentary, not least, contributes to the general public, which thus has the opportunity to learn in an interesting way more about the phenomenon of volunteerism and also about the problem of social exclusion. After the successful premiere of the documentary in December 2009, the young project implementers now have an ambition to participate in the regional film festivals (One World, etc.) devoted to such social topics. Thus, the long-term effect of the project will certainly be an increased interest from young people in participating in voluntary services.

And what has brought this participation in Make a Connection programme to the project implementers? Pepa Kostelecky, chief project representative says: "We are extremely pleased to have signed up for the program. We carried out a project which is and will be for the benefit of volunteerism. The project itself highly enriched us, as a team, not only through knowledge in the field of voluntary activities, but also through the project planning and actual implementation, as well as working with people who were interested in our idea and developing skills and organizing attitudes. We felt a responsibility for the success of the project, and it drove us forward."
Make a Connection 2002 - 2009 Project Themes 
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� Representative examination of a sample of the population from 18 years of age; last wave of EVS for 2008.


� There is no statistically significant correlation (young people versus others if volunteer yes/no). 


�  Table combines rows from two different tables (informal yes/no by age) and (formal yes/no by age).


� Highest level of completed education: (1) elementary; (2) education without equivalent A-Levels, secondary school without equivalent A-Levels (1+2 codified as elementary school), (3) education with equivalent A-Levels, (4) secondary school with equivalent A-Levels (3+4 codified as secondary school), (5) higher vocational school, (6) higher education (5+6 codified as higher education ).


� How often in the last 12 months have you visited a religious service or gathering (asides from special occasions such as marriages, baptisms or funerals)? At least once a week; at least once a month; at least 3-4 times a year; once or twice a year (codified as an affirmative); never (codified as a negative).  


� Are you a member of a religious denomination? Yes, Catholic; yes, other Christian; yes, other (codified as an affirmative); no


� As Nešpor notes, the canonisation of St. Anežka, Czech in 1989 and the ensuing visit by the Pope to Czechoslovakia, became a “pan-national manifestation of the strength of Czech Christianity,” as well as a “demonstration of the rejection of the a-religious and anti-religious communist regime.” (2005).


� How long have you engaged in volunteering work for this organisation? Less than six months; six months to one year; more than one year (denote). 


� Percentages in rows add up to more than 100% because we rounded off numbers upwards.


� In his analysis, Hustinx (2004) may well denote a cut-off point at five years, but he fails to explain or discuss this. 


� No direct questions we asked of volunteers with regards to regularity (a subjective evaluation), but these were instead extrapolated via related presented information regards the frequency of volunteering activities.


�  How often during the last 12 months have you performed volunteer work for this organisation? Almost daily; every week; at least once a month; approximately once every three months; only once or twice.


� To extrapolate from data about the last four weeks regarding the entire year is practically impossible. Conversely, it is possible to extrapolate from information related about the entire year, an average representation covering four weeks. During a basic re-calculation, the figure comes to four hours a month, which is around three times less than the average amount volunteer respondents suggested they had worked during the last four weeks, when directly surveyed. The question was then asked – why the discrepancy? It is possible that regular volunteers (who perhaps work more intensively?) had a greater opportunity to respond to questions related to the four week period. Should this be levelled out as a sub-group of regular volunteers, then both pieces of data should theoretically be closer to converging. The average number of worked hours per year in the sub-group of regular volunteers (who minimally work once a month) rises to 56.5 hours, which is still a mere five hours a month. Yet, their presented data regarding an average number of hours worked in the space of four weeks is 12 hours. Another explanation might be that a retrospective estimate of a twelve month period is not as accurate and that respondents severely underestimate the volume of work (this may, however, also suggest that respondents were hasty and hurried in providing their responses to questions).


� This is why analyses in which intensity of work is factored-in present notably fewer examples. During the last month, 754 volunteers worked (around 64% of the total count of 1132 formal volunteers) and stated a total amount of 720 work hours. 


� If we were to simply extrapolate from the Czech data for 4 weeks figures for the entire year (11x12), we would have the figure of 132 hours per year. But such an extrapolation is methodologically unsubstantiated and is presented here merely for illustrative purposes.


� Members of the core are in contact with everyone including between themselves, whereas peripheral members tend only to have dealings with members of the core. However, this “core” is distinct from the peripheral members due to the various characteristics of the volunteers – mainly due to the levels of service for the organisation (1993, pg. 10).


� .The delineation of “average” is presented as +/- 1 hour from the precise average sum (11 hours), meaning that: below-average = 1-9; average is 10-12; above-average is 13-84 hours.


� It is important to note that because we measured the intensity of volunteer activity on the basis of a sampling of respondents that have been active in this field during the last month; we have a higher percentage of regular volunteers in the analysed sample. Simply put, this group had a higher chance to belong among those that had worked within the last month. Among the total number of volunteers, the regular variety comprises 74% while of the sub-group of those that had worked during the last 4 weeks (meaning those that we are analysing here), 88% are regular volunteers.


� The association remains significant even after excluding non-members from the analysis. 


� This is why the sum of the shares presented therein is higher than 100%. Further, in the chapter we work with an adjusted categorisation, wherein volunteers that work for more than one organisation, have only been categorised to the single organisation that they described as the most important to them. 


� For the purposes of this analysis, we only recoded age into a dichotomous variable of youth (15-24) versus other age categories combined.    


� With this we do not wish to say that other interest OOS do not fulfil this role; often sporting organisations or gamekeepers belong in this category (from Perlín 2004).


� Although a small positive correlation exists between field of interest and a regular style of volunteerism, the adjusted residual is only 1.7, which we have decided not to view as statistically significant enough. 


� Similarly to Rochester we use the wider notion of “employer-supported volunteerism” instead of the more common Czech notion of “company volunteerism”. This is because we don’t wish to presume that the only employers supporting the volunteerism of their employees are in the form of companies. Employer-supported volunteerism is often narrowed down to company-supported volunteerism because notable NGOs (primarily the Donor’s Forum) have had a long-term focus on propagating and organising company-supported volunteerism, while, for example, volunteerism in the public administration lacks such a notable proponent in the civic sphere. Also placed to one side for now is the option of volunteer activities of employees directly supported by NGOs serving as the de facto employer.





� Commission recommendation 2003/361/ES from 6.5. 2003.


� These differences have not been tested statistically because employer-supported volunteerism and formal volunteerism overlap; during the creation of one variable, which would enable the test (one that would have to differentiate between purely formal volunteers, purely employer-supported volunteers and mixed examples), it was found that this would lead to some boxes of correlating tables containing too few examples.


� In the survey, we posed questions on “Volunteer activities for the Internet association or discussion group,” whilst at the same time explaining that volunteers in this context can mean the “supervision of new members, moderated discussion and the creation and maintenance of web pages.” Questions were only asked of respondents who stated that they were currently active in society on the Internet or in discussion forums (9% of respondents stated this was the case). Of these, only 45 people in the study group (1% of all respondents and 13% of the group that were currently active on the Internet) said they undertook volunteer activities on-line.  


� A statistically notable correlation exists between virtual and formal volunteerism (Asyl.Sig. 0,032); a weaker correlation is found with membership of OOS (0,092).


� The basis is information from those that at the same time do volunteer work for OOS (in the survey group, this was only 25 respondents); of these, the overwhelming majority work for interest groups (15 respondents); 4 respondents worked for service and for new advocacy organisations, while 2 worked for old advocacy organisations.


� The dominance of secondary-schoolers could – amidst the prevalence of younger age categories among virtual volunteers – theoretically correspond with as-yet incomplete high school education.  An ensuing analysis of virtual volunteerism according to work status, however, failed to show any relationship with student status; the only positive factor for virtual volunteerism is work status  (employer/businessperson) – employed persons represent 80% of virtual volunteers (whereas in the rest of the population, this figure is 55%). 


� For the proportion of volunteers that have encountered these individual elements within the present organisation.


� The index came about via a summation of values for individual indicators (1 is in attendance; 2 is not in attendance). The sum of values for individual indicators was gained via a scale ranging from 0-7 (where 0 means no traits of professionalisation); a combination of categories resulted in the following index values:  0+1 = low professionalisation; 2+3 = medium professionalisation; 4+5+6+7 = high professionalisation. Respondents who failed to answer on one or more indicators were eliminated from the index (thus N = 1009).


� How many paid employees does this company have? None; fewer than 10; 10-50; more than 50. The answers “none” and “don’t know” or “no response” were eliminated from the analysis.  


� A large number of volunteers (21%) were eliminated from the analysis beforehand due to their non-responses. The likely reason for this was that the question asked about the number of employees was one many respondents were unable to estimate – more so than because they didn’t know whether the given organisation had or did not have any employees at all. This stems from an analysis of the fifth of respondents, which otherwise correlated positively with the characteristic traits for OOS regards employees. A true percentage of volunteers in non-professional organisations would thus, in reality, be somewhat smaller.


� (0,000).


� Naturally, the number of indicators falls from 7 to 6 because we have removed volunteers dispatched by a volunteer centre. Among volunteers who fulfil the maximum number of indicators, even in this example there are still 28% who dedicate their time to an amateur organisation.


� The mixing of the statutes of the volunteers and employee presents a specific problem, which is not covered in the chapter. On the one hand, there can exist the fear of misusing as a volunteer the employee after the end of the official working day. On the other hand, there is the opportunity, for example with a nurse, to work after-hours in a different section of the hospital as a volunteer.





