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About the Project 
 

As a non-formal learning experience, volunteering improves the professional 
skills and competences of volunteers, providing positive outputs to their 
community. In addition, the European Union offers a range of volunteering 
opportunities in which young people can participate to improve their social 
skills and employability. Volunteering strengthens young people's sense of 
community, promotes their active engagement in society and develops their 
social skills. It also helps them develop self-confidence, ability to maintain 
personal and social relationships, and makes them feel like being part of 
something. However, this is only possible if you provide young people with a 
medium in which they can experience, discover and put into practise what 
they've learned.  

If volunteering is highly valued in the development of young people, the active 
work of mentors and coordinators would maximize the learning experience. It 
also has an impact at the societal level. However, across Europe, these skills 
and competences of volunteer mentors and coordinators are still an area that 
needs further improvement.  

With the MP4Mentors project, we aim to improve the skills of volunteer 
mentors and coordinators in five partner countries (Sweden, Austria, Spain, 



 

Cyprus and Romania) by enhancing their skills and attitudes in the areas of 
volunteer programme management, volunteer programme evaluation, 
campaigning, effective fund management and corporate partnerships in order 
to maximize their learning experience. 

The project's concrete objectives are as follows: 

• Improve the knowledge of volunteer mentors and coordinators on the 
recognition of volunteering for professional development. 

• Improve the knowledge of volunteer mentors and coordinators about the 
types of volunteering activities and the impact of these activities on the 
skills development of young people. 

• Improve the skills and attitudes of volunteer mentors and coordinators 
with regard to the development of management practices. 

• Improve mentors' and coordinators' understanding of management tools 
and methods. 

• Apply best practices for assessment and recognition tools. 

• Promote the use of digital processes in volunteer management. 

• Raise awareness of the potential benefits of recognising the experience 
of volunteer mentors and coordinators in higher education institutions. 

• Improve the knowledge of volunteer mentors and coordinators to assess 
their personal competences. 

• Raise public awareness of the values of volunteering in professional life. 

 

  



 

The comprehensive global report about volunteering 
coordination  
 

The first step of the MP4Mentors project is to prepare a comprehensive need 
analysis report about volunteering coordination through Europe. 

In order to do this, we prepared a survey and applied it in 5 partner countries: 
Cyprus, Sweden, Spain, Austria and Romania. 

These questionnaires were thoughtfully conducted online, with a primary focus 
on engaging participants within the designated cohort of the TP4Mentors 
project.  

As we conclude the analysis, a notable observation emerges: a substantial 
cohort of 235 individuals, thoughtfully selected to align with the intended target 
group, actively participated by providing their insights and perspectives.  

Their dedicated and comprehensive responses to the administered 
questionnaires significantly amplify the credibility of the subsequent conclusions 
drawn from this evaluative endeavour.  

Along with the collection of best practices about volunteers' mentoring and 
coordinating across the 5 partner countries, this survey analysis report will allow 
us to: 

• Understand the needs of volunteers' mentors and coordinators; 

• Develop guiding principles for the volunteers' mentors and coordinators' 
practises; 

• Increase the knowledge of volunteers' mentors and coordinators 
through best practice. 

 



 

PART 1: Profile  
Objectives of this section: 

• To obtain a comprehensive understanding of the demographic profile of 
individuals engaged in volunteering activities in the surveyed countries. 

• To assess the educational attainment of volunteers. 

• To identify the specific roles they fulfill, their level of experience, and their 
level of seniority within their volunteer positions. 

• To examine the various types of volunteer agreements utilized by 
organizations within the sector. 

• To develop distinct volunteer profiles and analyze their characteristics 
and differences in relation to the roles undertaken, educational 
background, and prior experience. 

1.1 Country distribution  

The repartition of the 235 respondents is as follows: 

 46 participants from Spain 

 51 participants from Austria 

 55 participants from Romania 

 50 participants from Sweden 

 27 participants from Cyprus 

 6 participants from other countries: Egypt (5) and Belgium (1) 

 



 

 
1.2 Gender distribution 

Among the 235 participants, 109 were female and 119 were male. 

 



 

These figures illuminate a balanced representation of genders, with males only 
slightly outnumbering females. A minority of respondents (3%) chose not to 
disclose their gender or do not identify with the binary gender model. 

1.3 Age Distribution 

A total of 235 participants provided their age information, leading to the 
following breakdown:  

18-25: 75 participants (31.9%)  

26-32: 57 participants (24.3%)  

33-45: 52 participants (22.1%)  

46-55: 29 participants (12.3%)  

56-65: 15 participants (6.4%)  

66+: 7 participants (3.0%)  

 

 

This data illuminates a diverse spread of ages among the participants, with a 
majority being younger than 32 years old (56.2%). The majority of respondents 



 

aged over 45 years old are from Austria. On the contrary, 84% of Romanian 
participants are under 25. 

1.4 Education Level 

Out of 235 participants, the distribution of education levels is as follows:  

Master's Degree: 64 participants (27.2%) 

University Degree: 86 participants (36.6%)  

VET (Vocational Education and Training): 49 participants (20.9%)  

High School: 33 participants (14%)  

Basic Schooling: 3 participants (1.3%) 

 
This data provides a clear picture of the diverse education levels within the 
participant group. However, a clear majority of the participants hold university 
degrees (63.8%), demonstrating a highly educated cohort, especially in Spain 
and Cyprus. 

1.5 Current Position 

As part of our comprehensive assessment of participant demographics within 
the MP4Mentors project, we have examined the current positions held by the 



 

respondents. Out of 235 participants, the distribution of current positions is as 
follows:  

Volunteer: 114 participants (48.5%)  

Technical staff: 51 participants (21.7%)  

Coordination, direction and management positions: 50 participants 
(21.3%)  

Area manager : 20 participants (8.5%) 

 

 
This data provides insight into the diverse roles held by the participants within 
their respective domains. Notably, almost a majority of participants are engaged 
as volunteers, especially in Romania (80%). However, leadership and 
coordination roles are also well represented with 29.8%, showcasing the 
project's ability to attract individuals with diverse interests and contributions. 

1.6 Current Occupation  

Out of 222 participants, the distribution of current occupations is as follows:  

Youth worker: 77 (34.7%) 



 

Volunteer Coordinator: 36 (16.2%)  

Mentor: 30 (13.5%)  

Representative of a Civil Society Organization: 41 (18.5%)  

Other (teachers, facilitators, consultants, project managers…): 38 
(17.1%) 

 

 
 

This data offers an understanding of the diverse range of occupations among 
the participants. The roles of volunteer coordinator, mentor, and youth worker 
are prominently represented, indicating the project's appeal to those actively 
engaged in mentoring and community-based roles. It also needs noting that the 
share of participants which are ‘volunteer coordinators’ is relatively small, which 
could be somewhat representative for the situation in the field: many civil society 
organizations and groups don’t have a specific position for volunteer 
coordinators, but combine this work function with other work and/or rely on 
volunteers to manage volunteers. 

1.7 Duration of engagement  



 

Continuing our in-depth analysis of participant demographics within the 
MP4Mentors project, we have investigated the duration of participants' 
engagement as youth workers, volunteer coordinators, or mentors.  

Out of 233 respondents, the engagement durations reported are as follows:  

Between 1 Month and 1 Year: 53 participants (22.7%)  

Between 1 and 3 Years: 92 participants (39.4%)  

Between 4 and 7 Years: 46 participants (19.7%)  

Between 8 and 10 Years: 19 participants (8.1%)  

More than 10 Years: 23 participants (9.8%) 

 
This data illustrates the varying lengths of engagement among participants, 
with a majority of them involved since less than 3 years.  This is coherent with 
the age distribution of the cohort. However, the representation of both shorter 
and longer engagement periods underscores the diverse experiences and 
commitment levels of participants, along with the relatively high turnover in the 
world of volunteering. 

1.8 Motivation for engagement  

Within our thorough examination of participant demographics in the 
MP4Mentors project, we have delved into the reasons behind individuals 



 

choosing to become youth workers, volunteer coordinators, or mentors. 
Participants were given the opportunity to select multiple options.  

Here are the most common reasons (in order): 

To gain knowledge and experience 

Altruism, the Desire to Help 

To support the realization of a mission or cause 

Desire to meet new people 

To learn something new 

I like challenges 

I like solving problems 

I have spare time and want to contribute 

For self-determination, autonomy 

To receive gratitude 

 

 



 

The data clearly shows that among the people engaged with volunteering, there 
is a clear understanding that volunteering is not just beneficial for others, but 
also for oneself, as ‘gaining experience’ appears as a main driver for volunteering 
and even slightly surpasses the more socially popular reasoning of ‘helping 
others’.  

Nevertheless, helping people and helping causes remain a key motivation for 
volunteers, followed by the search for social interactions and belonging (in the 
quite popular answer ‘meet new people’). 

 

1.9 Current job 

Out of 235 respondents, the current employment durations reported are as 
follows:  

Less than 1 Year: 78 participants (33.1%)  

Between 1 and 3 Years: 101 participants (42.9%)  

Between 3 and 6 Years: 32 participants (13.6%)  

Between 7 and 10 Years: 10 participants (4.4%)  

More than 10 Years: 14 participants (6%) 

 
 



 

A significant portion of participants have been employed for 1 to 3 years, which 
again is aligned with the medium age of the respondents and reconfirms the 
data on experience in the field.  

Out of 235 respondents, the types of contract reported are as follows:  

Volunteer, Unpaid Contract: 134 participants (57%)  

Fixed-term Contract: 28 participants (11.9%)  

Permanent Contract: 73 participants (31.1%) 

 
This data provides insights into the diverse employment arrangements of 
participants, with a substantial majority (57%) engaging on a voluntary and 
unpaid basis. However, the data is heterogeneous between countries and in 
Spain for example almost 80% of the respondents have permanent contracts. 

Out of 223 respondents, the types of contract reported are as follows:  

Part time job: 109 participants (46.6%)  

Full time job: 114 participants (48.7%)  

Other: 11 participants (4.7%) 

 



 

 
The country where the percentage of respondents working full-time is the 
highest is Sweden, with 74%. On the other hand, the country where the 
percentage of respondents working part-time is the highest is Romania, with 
75%.  

Beyond the big differences across countries, it is still noted that youth workers, 
volunteer management and others working in the field, work in a relatively 
precarious situation, and the function of volunteer management is not always 
well-sourced with human and financial means. 

 

Conclusions 

The data in this first section paints a diverse demographic picture for the people 
who contribute to the world of volunteering.  

Taking into considerations that different social groups are represented in this 
world, and that there are sometimes stark differences in the diverse national 
contexts, the following conclusions can be drawn: 

• Volunteers and people working on the field of volunteering are 
relatively young, which could be explained with a variety of social 
factors, including more free time, recognized need to build professional 



 

and social capital and/or available programs specifically promoting 
volunteers among young people. While young people form the majority 
of this group, it needs noting that other age groups are also well 
represented, so programs, opportunities and interventions should not be 
exclusively tailor-made for young people. 

• Related to the relatively young age of the people surveyed, the majority 
of the volunteers and/or people working with volunteers, have somewhat 
limited experience in the field of 3 years or less. While this is not to say 
that the field is generally low-experienced, the possibility of loss of 
knowledge, practices and know-how could be considered a possible 
phenomena in the field, which also hints towards a need for further 
capacity building. 

• There is a nearly equal distribution across male and female genders 
among the people working in the field of volunteering. At least according 
to our data, harmful gender stereotypes for volunteering being more 
suitable to women and girls (since men are supposed to be ‘bread-
winners’) does not appear prevalent in the surveyed countries: on the 
contrary, there is a slight prevalence of male respondents. Nevertheless, 
the issue of gender-specific situations and needs should still be 
considered in the design of programs and interventions in the field. 

• The motivational factors for people to volunteer and/or to work in the field 
demonstrate an increased awareness of the multiple benefits of 
volunteering: for people in need, for social causes and for the ones that 
do the job themselves. The latter is a particularly favorable development 
as the majority of people - without turning volunteering from selfless to 
selfish act - recognized the potential benefit from themselves. This 
creates a favorable environment for projects like MP4mentors, to 
strengthen the development of better-informed and sustainable 
volunteering opportunities. 

• Finally, the data on positions, occupations and employment, gives 
indication that the field of volunteering might be under-resourced: with 
a limited number of people serving as volunteer coordinators and 
indications for precarious situations of paid staff working on volunteering 
programs. 

 



 

PART 2: Type of organizations and volunteers  
Objectives of this section: 

• To understand the general functioning of the organizations of the 
respondents, and their relationship with volunteering; 

• To understand the main volunteer recruitment strategies; 

• To identify the main challenges of voluntary action; 

 

2.1. Volunteer plan  

As part of our exploration of the organizational practices within the MP4Mentors 
project, we have investigated whether the participants' affiliated organizations 
have volunteer plans in place.  

Out of 235 respondents, the reported presence of volunteer plans is as follows:  

Yes: 170 participants (73.5%)  

No: 65 participants (26.5%) 

 

 
 



 

A significant majority of participants report that their organizations have 
established volunteer plans, underscoring a proactive approach to coordinating 
and managing volunteer activities. Only Sweden and Austria reported a 
significant number of organizations without volunteer plans, with 52% and 37% 
respectively.  

2.2. Areas of volunteering service 

Participants in the MP4Mentors project have engaged in volunteering services 
across a range of areas. They were given the option to select up to five areas in 
which they have participated as volunteers.  

The list of responses in descending order is as follows: 

Social services (e.g., assistance to disadvantaged people) 

Education (e.g., tutoring for underprivileged communities) 

Youth (e.g., leisure, extracurricular organizations) 

Human rights (e.g., participation in campaigns against racism, 
homophobia, etc.) 

Culture and recreation (e.g., organizing folk festivals) 

Environment (e.g., planting trees, garbage collection) 

Charity (e.g., participation in fundraising campaigns) 

Research (e.g., distribution of questionnaires to different respondents) 

Community media (e.g., participation in online campaigns, blog for a 
cause, etc.) 

Sport (e.g., organizing marathons) 

Clubs (e.g., working in a university or public club) 

Public policies (e.g., organizing petitions) 

Blood donation 

International affairs (e.g., participation in humanitarian causes) 

Religion (e.g., participation in the protection of religious freedom) 

Legislation (e.g., participation in initiatives for amendment of legislation) 

Disaster relief (e.g., support to victims of an earthquake) 



 

Other (please specify): 

Nothing 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The fields which see the most volunteering programs appear to be those which  
are the most connected to helping people in need (social services) and/or 
enhancing human rights (education, human rights).  

The field of youth unsurprisingly scores high, considering the demographic 
profile of the respondents (see Part 1) and the traditional link between youth 
work and volunteering. 

It needs noting that fields where more specific competencies are required and/or 
where the immediate effect of the work could not be immediately 
comprehended, tend to be less popular for volunteering programs (public policy, 
research, media, legislation).  

The low place of disaster relief is interesting, where disasters usually see a big 
influx of volunteers. However, it can be assumed that such occasions tend to 
attract a lot of people who usually don’t volunteer; while ‘long-term’ volunteers 



 

direct their energy in on-going and sustainable initiatives, rather than one-off 
occasions.  

 

2.3. Area of Operation of the Volunteer Organization 

The volunteer participants in the MP4Mentors project are engaged in a wide 
range of geographical areas within their volunteer organizations.  

The distribution of responses is as follows:  

Local: 111 participants  

Regional: 57 participants 

National: 50 participants 

International: 66 participants 

 

This distribution highlights the diverse scope of operations of the volunteer 
organizations. The majority of participants are actively involved at the local level, 
working within their immediate communities to bring about positive change. 
Additionally, some participants are engaged on a larger scale, either regionally, 
nationally, or even internationally, showcasing the broad impact of their 
volunteering efforts. 



 

2.4. Number of Volunteers in the responding organization 

The participants in the MP4Mentors project are engaged with a diverse range of 
organizations, each varying in the number of volunteers involved.  

Out of 235 answers, the breakdown of responses is as follows:  

Up to 10 volunteers: 67 participants 

10-50 volunteers: 90 participants  

50-100 volunteers: 35 participants  

More than 100 volunteers: 43 participants 

 

The large majority of the organizations have less than 50 volunteers within their 
organization (66.8%), while others involve larger groups to address broader 
issues and expand their impact, especially in Romania and Sweden. The smaller 
volunteer operations tend to be more flexible, and open to changes, which is a 
positive trend in terms of promoting programs for improving volunteer 
management. 

2.5. Volunteer Recruitment Strategies 

The MP4Mentors project encompasses a diverse array of strategies employed 
by participant organizations to attract volunteers.  



 

These strategies include :  

• Requests of individuals who wish to become volunteers: Numerous 
participants highlighted this approach, where individuals express their 
eagerness to volunteer and subsequently become part of the 
organization's initiatives.  

• Public campaigns in the media: Organizations effectively utilize media 
campaigns to disseminate information about their volunteer 
opportunities, thereby capturing the interest of potential volunteers. 

• Agreements with educational institutions (Universities, Training 
Centers, etc.): Certain organizations establish formal partnerships with 
educational institutions to attract volunteers who are interested in 
contributing to the community.  

The participants could pick multiple answers: 

 

According to these results, the most used strategy depicted by the polled 
organizations to recruit volunteers is actually to let them come, especially in 
Sweden and Austria. Other reported strategies include the promotion of the 
organization in social media. 

2.6. Factors Influencing the Decision to Engage Volunteers 



 

The decision to involve volunteers seems to be influenced by a variety of factors. 
Participants could select more than one factor.  

Participants have highlighted several key elements that play a role in this 
decision-making process (in order): 

The volunteers’ motivation 

Their awareness towards the topic 

Their available time for such activity 

Their social competence 

Their specific skills 

Their interpersonal skills 

Their education 

Their previous experience  

 

 

 

 

 

 

 

 

 

 

 

It is worth highlighting that the leading factors are focused on the volunteers 
(motivation, awareness, time), rather than the needs of the organization. This is 
to illustrate that organizations do not (only) engage volunteers to fill up gaps in 
human resources, but rather see their volunteering programs also as a 
development opportunity for the volunteers. 



 

2.7. Types of Training and Guidance Provided to Volunteers 

Volunteer organizations utilize a range of approaches for training and guidance 
(in order of importance): 

• Introduction Training: organizations offer initial training to acquaint 
volunteers with their roles.  

• Informal Training by Other Volunteers: Learning from experienced 
volunteers is encouraged.  

• Non-Formal Education (Roundtable Training): Group discussions and 
workshops promote skill development.  

• Self-Training Based on Prepared Materials: Volunteers learn 
independently using provided resources.  

These methods ensure volunteers are equipped with the necessary skills and 
knowledge, fostering a diverse and effective volunteering community. 

 
These results display that the majority of the organizations organize an initial 
training for their volunteers, but do not necessarily provide them with continuous 
training. It also highlights the importance of peer-to-peer education. 

Conclusions 



 

The data in this second section helps us understand the organizational context 
across the entities who promote volunteering and run volunteering intervention. 
While drawing conclusions, we need to take into consideration that the situation 
can be very different in the different national contexts surveyed. Nevertheless, 
here is an attempt for profiling the organizations and their volunteering efforts: 

• The majority of volunteering programs tend to be local, close to the 
immediate community and aimed at supporting people in need, with a 
clear focus on protecting and enhancing human rights. Volunteering 
efforts at the national and international level are well-represented, but 
not nearly as popular as the local ones. Similarly, more abstract fields like 
public policy or research do not heavily depend on volunteers. Generally, 
volunteers seem directed towards levels and fields of work where direct 
interaction with the communities and immediate effect of the work are 
present. 

• Volunteer programs vary in their scope, but tend to be rather small- to 
medium-scale, the majority of which engage up to 50 volunteers. This 
is in line with the level of type of volunteering, but also raises the question 
for the capacity and resources of most of the civil society organizations to 
build and maintain large scale volunteering programs. On the positive 
side, smaller volunteer programs tend to be more flexible and where 
opportunities for capacity building and improvements might be more 
relevant. 

• In exploring their reasoning for working with volunteers, civil society 
entities clearly look at volunteering programs not only as a way to 
support populations in need, but also to provide opportunities for 
development for the volunteers themselves. They don’t see 
volunteering as free labour but as a multi-beneficial activity which 
benefits all parties involved. 

• There are policies and practices in place among many organizations for 
recruiting and training volunteers, but they appear to be limited by the 
capacity of the civil society organizations and groups. 

  



 

PART 3: Skills, competences and training needs  
 

Objectives: 
 

• To understand the training needs according to the position occupied by 
the mentors and volunteer coordinators; 

• To know the state of the training situation of professionals, and their 
satisfaction with the existing training offers; 

• To know the training motivations and difficulties faced by mentors and 
volunteer coordinators; 

• To identify priority areas for improvement; 

• To evaluate the commitment of volunteer organizations in relation to 
improving the skills of their staff. 

 

3.1. Skills and Competencies expected from Youth Mentors, Volunteer 
Coordinators, or Mentors 

Participants were asked to identify the skills and competencies they believe are 
essential for individuals serving as youth mentors, volunteer coordinators, or 
mentors in the 21st century. The options provided were as follows:  

Strong technical skills  

Critical thinking  

Motivation and communication skills  

Proficient verbal expression  

Ability to recognize body language  

Ability to identify individuals in need of assistance  

Planning and organizational skills  

Teamwork skills  

Ability to communicate effectively with people from different countries 
and cultures  



 

Problem-solving skills  

Openness to learning new things  

 

The responses indicate a diverse range of opinions on the skills and 
competencies necessary for effective roles within this context. Participants 
highlighted various competencies, with an emphasis on teamwork, motivation, 
communication, critical thinking, problem-solving, and planning skills. 

 

3.2. Key Skills Required for Successful Volunteer Management 

Participants were asked to select the most important skills required for 
successful volunteer management. They were allowed to choose up to 5 options 
from the following:  

Knowledge of digital communication (WhatsApp, email, Facebook, etc.)  

Public communication skills (effective presentations, meeting 
moderation, public speaking) 

Positive public relations with disadvantaged individuals (people with 
disabilities, refugees, migrants, low-skilled individuals, etc.)  



 

Development of organizational partnerships (understanding 
bureaucracy: ability to communicate with relevant public and private 
institutions to find solutions)  

Evaluation of volunteer programs  

Digital design and creativity skills (online tools, apps, software for 
volunteer management)  

Time management (planning and organizational skills)  

Conflict resolution skills  

Social media campaign management (Facebook, Twitter, Instagram, 
YouTube, etc.)  

Leadership qualities in management  

 

Participants emphasized skills related to effective conflict resolution, time and 
program management, public communication, and leadership. These skills 
collectively contribute to the ability to manage volunteers effectively and create 
a positive impact within the organization and the community. The relatively low 
score of evaluation is worth reflecting on. 

3.3. Needs for Training 



 

Yes: 201 participants (85.5%)  

No: 34 participants (14.5%)  

Among the respondents, a significant majority (85.5%) believe that further 
training is necessary to enhance their skills. This inclination towards skill 
development through training indicates a proactive approach to improving their 
capabilities in the field of volunteer management. 

 

The countries with the higher percentage of participants answering “no” are 
Austria and Sweden, with respectively 21.5% and 30% of respondents that 
don’t consider it necessary to improve their skills through further training. 
Nevertheless, even in these countries, the majority of respondents identified 
such a need. 

3.4. Priority areas in terms of training needs (Ranking from 1 to 7) 

These rankings provide insight into the areas that respondents perceive as most 
crucial for further skill development, particularly in the context of 
communication and strategic vision. 



 

 
 

 
 



 

 
 

It can be noted from the data that there is somewhat of a consensus on the 
importance of training on communication and strategic vision, economic 
management, project management and new trends in management, with 
Information and Communication Technologies (ICT) also ranking relatively high.  

Nevertheless, none of the offered topics has received significantly higher or 
lower ranking space and in a more global view, they are also found important. 

 

3.5. Training recurrence 

Based on the responses, the time since participants completed their last training 
related to their professional activities varies.  

Here is a summary of the distribution out of the 235 participants:  

Less than 6 months: 99 responses  

Between 6 months and 1 year: 54 responses  

More than 1 year: 43 responses  

More than 2 years: 18 responses  

More than 5 years: 2 responses  

More than 10 years: 0 responses  



 

 

This distribution provides insight into the recency of training among participants, 
indicating that a significant portion of respondents have completed their last 
training within the past year (65.1%) and paints a picture of a field which is used 
to continuous learning and remains open to training opportunities. 

3.6. Type of training  

Based on the responses, here is a summary of the types of training activities that 
participants have participated in during the last year:  

 
Workshops and meetings: 131 responses 

Conferences and workshops: 104 responses  

Online courses: 102 responses  

Face-to-Face courses: 72 responses  

Regulated higher education: 19 responses  

None: 5 responses 



 

 

The data indicates that online courses and workshops and conferences are the 
most common types of training activities that participants have engaged in over 
the last year. It also highlights the prevalence of non-formal education where 
workshops and meetings appear to be more common than qualification courses 
(especially in the field of higher education).   

3.7. Training satisfaction  

Based on the 222 responses, here is a summary of the level of satisfaction 
participants had with the conducted training:  

Completely Satisfied: 41 responses  

Satisfied: 153 responses  

Dissatisfied: 28 responses  

Completely dissatisfied: 3 responses 

 



 

 
The majority of participants expressed satisfaction with the training 
opportunities they have taken part in (86.2%). Overall, the training seems to 
have been well-received by the participants since only 1% is really unhappy 
about it. 

Sweden is the country with the most participants having said they were not 
satisfied, with 20 participants out of 50. 

 

3.8. Reasons for training  

Based on the responses, here is a summary of the participants' reasons for 
undergoing training:  

Personal Development: 193 responses 

Professional Development: 166 responses  

Improvement of Work Quality: 124 responses  

Internal Promotion: 28 responses 

Request from Superiors: 24 responses 

 



 

 

The most common reasons cited for training were personal development and 
professional development. A significant number of participants also mentioned 
the improvement of work quality as a motivating factor. Considering the 
relatively low relevance of outside-driven motivation (e.g. request from 
superiors or promotion at work), the people working in the field demonstrate 
self-driven desire to learn and improve, while balancing the benefits between 
improving their work and improving themselves.  

3.9. Obstacles to training  

Based on the responses, here is a summary of the participants' reasons for not 
being able to pursue training as they would like (given the possibility to select 
up to 3 options):  

Lack of Time: 173 responses  

Difficulties Balancing Work and Personal Life: 86 responses  

Economic Constraints: 82 responses  

Lack of Information about Available Training: 75 responses 

Technical Limitations: 26 responses 



 

Mobility/Shifts: 24 responses 

There are no trainings for my professional level (higher): 19 responses 

Lack of Interest in Training: 18 responses  

There are no trainings for my professional level (lower): 6 responses 

 

The most commonly cited hindrances were the lack of time and work-personal 
balance, followed by economic constraints and lack of information about 
available training opportunities. Only a smaller number of participants (18) 
expressed a lack of interest in training as a reason for not pursuing it as they 
would like. 

 

3.10. Do you have facilities from the entity, organization in which you work 
to attend training? 

Based on the responses, here is a summary of the types of support participants 
receive from their organizations or institutions for training:  

 



 

Offers Tailored Training to Match Job Needs: 74 responses 

No, Such Facilities Are Not Available: 71 responses  

Offers Paid Training Plan Allowing Participation During Work Hours: 
59 responses 

Assumes a Percentage of Training Costs: 33 responses 

Covers the Full Cost of Training Measures: 30 responses  

 

The most common form of support was offering tailored training to match job 
needs, followed closely by organizations having a paid training plan that allows 
participation during work hours, while a smaller number indicated that their 
organization covers part or the full cost of training measures. However, a 
significant number of participants (71) indicated that such facilities or support 
were not available, especially in Spain, Austria and Cyprus. 

 

Conclusions 

The data in this third section identifies training practices and needs among 
people working in the field of volunteers both in terms of topics and in terms of 



 

format and support. Reminding once again that there are national specificities, 
the following global conclusions can be made: 

• The people working in the field of volunteering are both used to and in 
want of further training opportunities. The majority of the respondents 
invest time and effort for further training (e.g. in the last year) and clearly 
state they are willing to do more. This is even the case where there is no 
support available on behalf of their organization. It needs noting however 
that means of support on behalf of organization do exist in many places. 

• While pursuing further training, people working in the field of 
volunteering  not only do so to be better at their job, but also to enhance 
their personal development. Receiving training as a request by a 
supervisor is rather rare, which is a clear indication that the motivation 
for pursuing qualification and training is internalized. 

• Based on the training opportunities that respondents usually pursue, it 
seems that there is rather a preference for in-person learning processes, 
which are based on non-formal education over institutionalized courses. 
Nevertheless, online courses remain a popular option and one of the 
reasons for that is most likely time.  

• The lack of time remains the most frequent barrier for people to engage 
with learning processes.  

• People working in the field of volunteering have a recognized 
understanding of the comprehensive competencies they need to 
develop to better perform their job, and highlight a variety of needs, both 
transversal (team work, conflict resolution) and specific to the field 
(mainly related to management). 

 

 

 

 

 

 



 

PART 4: Identification of challenges and proposals   
 

Objectives: 

• To point the problems faced by youth workers, volunteer coordinators and 
mentors related to their field of work and training deficiencies; 

• To propose areas for improvement  

 

4.1) Difficulties and Challenges When Collaborating with Others During 
Volunteer Activities 

Out of the 235 respondents, 133 said that they have experienced difficulty while 
cooperating with others during voluntary activities, and 122 said they haven’t.  

 

Based on these responses, it seems that participants have faced a mix of 
challenges and positive experiences when collaborating with others during 
volunteer activities. There is no significant difference between the surveyed 
countries: in all of them the answers are close to 50-50.  

4.1a. What was the main challenge? 



 

Asked to specify what were the challenges they faced during volunteering 
activities, respondents gave the following answers:  

Problems caused by a lack of proper time management: 67 answers 

Problems caused by a lack of appropriate skills, knowledge, and 
competences: 65 answers 

Problems caused by mismanagement of the organization: 53 answers 

Problems caused by age differences: 43 answers 

Other: 14 answers 

 

It seems that participants have encountered a variety of difficulties and 
challenges when collaborating with others during volunteer activities: lack of 
proper time management, lack of appropriate skills and knowledge, and a 
mismanagement of the organization.  

The lack of time re-appears in the research (previously identified as a barrier to 
learning) and reconfirms the conclusion that the field might be under-resourced. 
“Other” answers include the lack of implication and engagement (people giving 
up), and the challenge to integrate people from other cultures/languages or with 
a disability. 

  



 

4.2. Priority areas for training 

Asked to identify priority areas for training, the respondents logically reconfirm 
what has been identified as need for their development as mentors and 
coordinators for volunteers.  

The ranking among 7 areas give similar result (here an overview of the 
categories ranked in the first 3 places):  

 

 



 

 
 

4.3. What type of training would be most suitable? 

Asked about what type of training would be more suitable in terms of format, 
the distribution of answers is as follows: 

Workshops and Meetings: 72 participants 

Online Courses: 72 participants 

Face-to-Face Courses: 44 participants 

Conferences and Workshops: 33 participants 

Regulated higher education: 16 participants 

None: 2 participants 



 

 

The majority of the respondents indicate that the most appropriate training 
model would be through workshops and meetings, as well as online courses. 
Only in Spain a majority of participants would prefere onsite courses over the 
online modality.  

The results reconfirm the findings in the previous section on the preference of 
the format for training opportunities, and there is no major difference between 
the training formats respondents have attended in the past and the ones they 
want to attend in the future. The only exception here is the higher preference of 
online courses (they are more desired in theory, but less attended in practice).  

 

4.4. Training resources  

When asked about training resources they know that can contribute to 
improving skills and competencies of youth workers, volunteering coordinator, 
or mentor, the participants mention the following: 

• Continuous sharing of experiential knowledge and communication with 
experienced peers, practical learning from others / including a table of 
volunteer experiences and their trajectory (as a testimony) 



 

• Various online platforms offering courses : coursera, edX, Udemy, 
LinkedIn Learning, Plataforma de voluntariado de la CV, fundación 
Telefónica, Salto, plataformavoluntariado. org, e-Minerva, IVAJ, 
Skillshare, Khan Academy, Teachable…  

• Erasmus + training courses 

• Books, eBooks, and articles on youth work, mentoring, and volunteer 
coordination  

• Workshops, seminars, and creative training  

• Practical exercises and tasks  

• Leadership, team management applications 

• Different ICTs that facilitate organization and management. 

• A dossier of good practice and online material to consult in case of doubt, 
as well as the observation of how the work is done on site. 

• Language courses offered by civil society or in universities 

The review of these suggestions shows a focus on peer learning (building and 
sustaining a community of practice), practical solutions (concrete tools, practices, 
including digital solutions), along with virtual resources and more classical 
forms of learning (manuals, articles, training). 

  
 

Conclusions  

In terms of specific training needs, what was already discussed in the 
conclusions of the third section of this report remains valid and is only 
reconfirmed by the data in this fourth section.  

However, the following conclusions could be drawn when it comes to specific 
challenges and added to the analysis of training needs: 

• Nearly half of the people working in the field of volunteering have 
faced challenges, and while they hardly constitute a serious majority, it 
is still every second respondent. The gaps in training, resources and 
insufficient policies, along with the repeatedly identified lack of time, 
create challenging situations for the volunteering experiences. 



 

• There are diverse needs in the field both in terms of content and in terms 
of format. Nevertheless, peer learning (building and sustaining a 
community of practice), practical solutions (concrete tools, practices, 
including digital solutions), along with virtual resources tend to dominate 
the demand for different types of training. 

  



 

In summary  
The collected information pertains to a survey with multiple sections. 
Participants discussed their voluntary activities, reasons and needs for training, 
obstacles, and cooperation challenges.  

The main reasons for engagement in volunteering or managing volunteers are 
to gain knowledge and experience, the desire to help people, support a cause, 
and the desire to meet new people.  

The majority of the respondents (73.5%) already have a volunteer plan in their 
organizations, but even among them there is an identified need for improvement 
of policies, practices and a desire to learn more. The most common way of 
recruiting volunteers is on individual bases (meeting volunteering demands) and 
public campaigns in the media.  

Participants have highlighted several key elements that play a role in the 
decision-making process of hiring volunteers: their motivation, their awareness 
towards the topic, and their available time for such activity. They mainly expect 
from them to demonstrate strong technical skills, critical thinking, motivation 
and communication skills. On the other hand, managers are expected to support 
in terms of conflict resolution, having time management skills and public 
communication competences. 

The majority of the respondents (85.5%) believe that further training is 
necessary to enhance their skills. 

The challenges they mainly encounter to do so are related to lack of time and 
difficulties to balance work and personal life, as well as economic constraints 
and the lack of information about training. 

Various training methods were suggested, including online courses, workshops, 
and face-to-face sessions. The focus is however on peer learning, building 
community of practice, sharing practical solutions and concrete management 
tools. Non-formal education processes appear to be preferred to formal 
education courses and approaches to learning. Participants acknowledged the 
value of sharing practical experiences, communication with experienced 
individuals, and accessing online platforms.  

In summary, participants highlighted the importance of adaptable training 
approaches to enhance the skills and competence of youth workers, volunteer 
coordinators, and mentors.  



 

There is a clear recognition of the need for continuous learning, which is 
however limited by the lack of time of the people active in the field of 
volunteering and the precarity of the field.  

While many (but certainly not all) provide various types of practices to 
encourage or at least support the engagement in training opportunities, the 
willingness to learn, improve and develop is internalized among people 
working in the field and balanced with their plans for personal development, 
along with the professional.  

All these factors paint a landscape where flexible, but practical training 
opportunities are in high demand. 
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