Chapter 13
Beyond Paid Work: Voluntary Work

and its Salutogenic Implications for Society

Patrick Jiranek, Rebecca Brauchli, and Theo Wehner

Abstract The current understanding of work in I-O psychology is built fundamentally
on the concept of paid labor. We believe that this angle is too narrow and discuss
current as well as prospective strands of research on paid and unpaid work. In addi-
tion, we highlight the potential of volunteering with regard to life domain balance
by drawing on different empirical results. First, it could be shown that volunteering
can positively influence the appraisals of stressors. Second, due to their volunteer
work individuals can build up resources that can be transferred to other life domains.
And finally, volunteering facilitates relaxation/recovery, enabling individuals to
better adapt to and fulfill tasks and responsibilities in other life domains. Results
from our own research indicate the compensatory and beneficial potential of volun-
teering. However, there seems to be an optimum, suggesting that individuals who
volunteer with a medium frequency experience minimal conflict between life
domains. We conclude by discussing from a psychology perspective the health-
promoting potential of income equality guaranteed by a utopian basic income.
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13.1 Beyond the Context of Gainful Employment

The roots of North American work psychology are strongly connected with the idea
and analysis of industrial labor as reflected in the I-O psychology domain, where the
“I” stands for industrial. In one of the seminal definitions of this scientific branch,
the main concept is “the relationship between man and the world of work ... in the
process of making a living” (Guion, 1965, p. 817). The last part of the definition
hints at the extrinsic properties contained in this understanding of work, which is
fundamentally concerned with the process of gaining material resources. That is,
making a living refers to the existential issue of managing to pay the monthly bills.
Hence, the current understanding of and research on work is built extensively and
almost exclusively on the foundation of paid labor or gainful employment. According
to Taylor (2004), in the twentieth century this reductionism was driven by transi-
tions during industrialization that left a public, primarily male-dominated domain
separated from a private, non-economic domain organized exclusively by females.
Today, the question arises as to how such a delimited industrial understanding of
work in the sense of traditional employment relations can account for current and
prospective concepts of work, when considering phenomena such as part-time
work, unemployment, multiple jobs, precarious working conditions, and the like.

With the rise of positive psychology in the late 1990s, novel concepts dealing with
resource-oriented paradigms emanated. This presented new opportunities to under-
stand traditional constructs, which were formerly based mainly on a pathology and
strain perspective (see Seligman & Csikszentmihalyi, 2000). In occupational health
psychology, the salutogenic approach has been applied increasingly to the context of
paid work in recent years (e.g., Busch, Roscher, Kalytta, & Ducki, 2009; Cox, Taris,
& Nielsen, 2010). We argue that if salutogenic approaches are relevant in the profit
sector, they should be considered essential in the non-profit sector, where meaning
plays an even more important role (Wehner, Mieg, & Giintert, 2006) and where greater
perceived autonomy should serve as a breeding ground for sense of coherence (Udris,
2006). In our view, volunteers in non-profit organizations are not just engaged for
moral or altruistic reasons but also because the activity itself is rewarding (Deci &
Ryan, 2000) and bears personality development potential (Morf & Weber, 2000).

In this contribution we will critically examine the tacit consent concerning work
activity as paid labor. That is, in the realm of I-O psychology, an implicitly accepted
concept of work is applied that builds on the premise of an employment relationship
inherent to a traditionalist understanding of work and society. From our perspective,
this conception ignores certain forms of autonomy that go beyond a paid employment
relationship. Understanding and investigating volunteering as an emancipated, salu-
togenic form of work has appears promising to us. In the following, we discuss
unaddressed issues around health with regard to volunteering from what we perceive
as a holistic I-O psychology perspective. Although empirical evidence substantiates
the belief that volunteering per se has a strong meaning-making potential, a topic
that has not yet been addressed is how volunteer work as an activity positions itself
with regard to an imagined ideal concept of work and to the construct of gainful
employment. Furthermore, the question remains whether and how volunteering can
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be conceived as a resource. Taking a life domain balance perspective, we try to
answer this question and break new scientific ground by presenting initial research
findings that substantiate our line of thought. We conclude by linking the resource
approach of volunteering with the utopian idea of a basic income, which builds on
a humanistic conception of work and society.

13.2 From a Pathogenic Towards an Integrated
Understanding of Work

During the 1950s and 1960s one central assumption of industrial psychology regard-
ing the quality of work was related to raises in pay and reduction of time on the job.
A worker who earned more, and had more time to spend and enjoy his earnings, was
considered a happy worker from a labor policy perspective (Sauer, 2011). However, as
both rationalization and work intensity increased, so did the workers’ health problems,
which could scarcely be compensated by mere raises in pay. The adverse effects of
physically demanding to health-threatening forms of labor became gradually more
recognized, and the intention to address these issues by work council representatives
and policy makers increased. Consequently, work conditions received growing atten-
tion in various social movements and discussions on work (Sauer, 2011).

13.2.1 Work Engagement and Burnout

The impact of different conditions of work on the individual can take many forms,
ranging from negative to positive effects. In the research on work and health, a strain
approach can be distinguished and delineated from a resource approach. To date, the
demands reflected in the pathogenic potential of work are well investigated and doc-
umented (see Ganster & Schaubroeck, 1991), and the positive potential of certain
work-related attitudes and beliefs is recently being discussed, including for example
the relationship between efficacy beliefs and work engagement (Llorens, Schaufeli,
Bakker, & Salanova, 2007; Schaufeli & Bakker, 2004). In general terms, as the
research on both ends of the strain-resource-continuum has progressed, the dichot-
omy has become less strict, as many instruments have been consolidated to measure
both stress and resources (e.g., Busch et al., 2009). Nevertheless, the issue of stress
as a direct and indirect determinant of cardiovascular disease, which is one of the
leading causes of death, is surely essential in terms of prevention, when it comes to
strain in the workplace. Accordingly, I-O psychology has been concerned for decades
with the negative effects of work (see Spector, Zapf, Chen, & Frese, 2000). In occu-
pational health psychology, which was quicker to consider salutogenic influences, a
slow but steady paradigm change from research on stress has been taking place, and
it is expected that, besides other resource-related constructs, more and more attention
will be devoted to work engagement in the future (Macik-Frey, Quick, & Nelson,
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2007). In traditional I-O psychology, generally speaking, a paradigmatic focus on
stress, strain, and demands is still present, and it remains to be seen whether positive
psychology will impact on this branch as much as it has on occupational health
research. Currently, the introduction and application of constructs like work engage-
ment seem to indicate such a trend (Schaufeli & Bakker, 2004).

The ideal image of work as a mentally enriching, creativity-laden, and enthusiasm
infused activity is somewhat reflected in the current proliferation of the construct of
work engagement (Bakker, Schaufeli, Leiter, & Taris, 2008). This perception and
understanding of work contrasts with the term burnout, which is conceived as “the
erosion of engagement” by Schaufeli, Leiter, and Maslach (2009, p. 215) and
appears to be overused in the public sphere due to differing cultural reasons.
As Schaufeli et al. (2009) suggest, the use of the term burnout in the United States
is less stigmatized, since it is non-medical, whereas in Europe burnout as a medical
diagnosis is perceived as a key to recovery. An interpretation derived from these
cultural applications and implications of burnout could be that it serves as an exit
door from a working life that is more and more characterized by a decline in struc-
ture, is low in meaningfulness especially in fragmented work tasks, and is perme-
ated with a rise in inter-organizational and inter-individual competition.

Viktor Frankl’s (1985) well-known book, Man’s Search for Meaning, addresses
the existential relevance of meaning for human well-being. According to Frankl,
frustrating individuals’ will for meaning creates an existential vacuum that is infused
by apathy. With regard to working life, it is obvious that people’s failure to generate
meaning can potentially harm their health. In addition, with the erosion of family
and community life (Putnam, 2000), individuals might tend to identify more and
more with their colleagues and their work, thus attaching outstanding importance to
these work-related ties. Hence, any fundamental change at work combined with
social recession (Myers, 2000), can harm especially predisposed individuals and
might eventually contribute to burnout. According to Schein (1980), who promotes
a complex idea of man, the same individuals can have different needs in different
parts of the same formal organization and might prevent alienation in this formal
context by satisfying their social and self-actualizing needs in unions or informal
working groups. Turning to volunteering may help people to impede social reces-
sion and satisfy rather intrinsic needs such as meaningfulness.

13.2.2 Meaningfulness and Its Emotional Content

If it is assumed that “the desire for meaning is viewed as a basic motivation”
(Nakamura & Csikszentmihalyi, 2003, p. 95), it should be a core element focus of
work psychology. According to Antonovsky and Franke (1997), individuals’ lives are
meaningful when they perceive purpose in the activities they perform and when the
purpose is sustained over their lifespan. Whether and how meaningfulness can help
people to cope with the daily stressors imposed on them by different externalities,
ranging from daily hassles to severe life-threatening situations, is at the center of the
sense of coherence concept. For Antonovsky and Franke, meaningfulness plays a
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special role as it bears motivating potential. They suggest that individuals who scored
high on this component were predominantly speaking of areas of life that made sense
and mattered to them emotionally. Thus, in contrast to the components of compre-
hensibility and manageability, meaningfulness is characterized not only by cognitive
but also by emotional means (Antonovsky & Franke, 1997). This is important to note
with regard to volunteering, which has been shown empirically (Wehner et al., 2006)
to be based strongly upon meaning and is both cognitive and emotional in nature.
Paid work, in contrast, tends to suffer from a kind of déformation professionelle,
implying that emotional reactions, such as empathy, are not an expected part of voca-
tional behavior. Accordingly, the objective of many forms of vocational training in
social sector occupations and elsewhere is to overrule emotions by cognitions. With
regard to the social sector, Ho and Yuen (2010) emphasize the necessity of value
involvement and tackle the myth of a positivist conception of social work. According
to Ho and Yuen, value-neutrality and ‘“value-detachment in the daily practice of
social work™ (2010, p. 5) rooted in a strictly positivist conception of social work can
produce barriers between social workers and clients and thus lead to a decrease in
mutual understanding. That is, common vocabulary and emotional reactions in pro-
fessionals tend to wither away through the process of becoming professional. When
looking at I-O psychology, positive emotions are neglected insofar as mainly con-
structs, such as negative affectivity, are focused or treated as sources of disturbance,
both substantially and statistically (e.g., Schaubroeck, Ganster, & Fox, 1992; Spector
et al., 2000). This clearly shows the negative connotations attached to affectivity in
the workplace by academia, as well as by industry.

On the whole, it seems obvious that most volunteers in the social sector sustain an
unprofessional, layperson view on things containing both cognitive and emotional
behavioral and attitudinal components. Conciliating feeling, thought, and action
appears to work best in voluntary work objectives where there is enough autonomy
to approach a work objective, be it person- or object-related, in a more intuitive fash-
ion as opposed to gainful employment, which is more often attuned to a positivist,
professional code of conduct (Ho & Yuen, 2010). There is no question that there are
pros and cons in the self-conceptions of both domains — which, however, we will
have to leave unaddressed at this point — and that there should be differences in the
way people subjectively experience their paid work versus other forms of work.

13.2.3 Voluntary Work Activity

Concerning paid work, Hackman and Oldham (1975) showed that individual per-
ceptions of work deal with the meaning derived from it or rooted in the activity.
Understanding structures inherent to work design that enhance both personality and
health in employees, fueled by humane working conditions, was a core research
focus in the works of European I-O psychologists in the second half of the previous
century, as is reflected in the sociotechnical systems approach (Emery & Thorsrud,
1982; Rice, 1958; Trist & Bamforth, 1951). According to Udris (2006), in future
concepts of I-O psychology, the structure- and system-based approach should be
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Table 13.1 Average ranking of the criteria of humane working conditions®

Volunteers  Employees

Meaningfulness: Social participation due to congruence of social 1.3 3.7
and individual interests

Time flexibility: Compensating work density; freedom to interact 5.8 5.1
and to act creatively

Learning and development opportunities: Sustaining and 2.9 3.6
developing general mental flexibility and vocational qualification

Autonomy: Assumption of responsibility increasing self-esteem 2.3 5.8
and feeling of competence

Social interaction: Joint coping with difficulties distributes 4.0 2.2
and decreases strain

Skill variety: employing versatile qualification to avoid 6.1 2.9
single-sided strain

Task identity: Recognizing the significance of one’s own work; 5.6 4.8

direct feedback increases motivation

Participants ranked the seven criteria from 1 = very important to 7 = the least important

complemented by the concept of salutogenesis, which stresses individual aspects.
Taking the instrument of subjective work analysis (Udris & Alioth, 1980) as a con-
ceptual starting point, Rimann and Udris (1997) developed a survey incorporating
salutogenic resources in addition to job demands. Accordingly, the instrument,
called SALSA (Udris & Rimann, 1999), measures personal, organizational, and
social resources with regard to occupational health (see Ulich, 2005).

Wehner et al. (2006) define voluntary social work activity as “unpaid, organized
social work, which requires an expenditure of time and could also be carried out by
a third person and could potentially be remunerated” (p. 20). Wehner et al.’s modus
operandi initially took account of previously and universally proven methods of
work psychology. Hence, when starting research on volunteering, Wehner et al.
adapted a conception of job design characteristics by Ulich (2005), which integrated
works from European sociotechnical systems research (Cherns, 1976; Emery &
Emery, 1974; Emery & Thorsrud, 1976). Those works show an exceptional “degree
of agreement” (Trist, 1981, p. 31) with the North American classic among work
design in work psychology — specifically, the Job Diagnostic Survey (JDS) (Hackman
& Oldham, 1975). Wehner et al. used JDS-related criteria of humane working condi-
tions in the sense of Ulich (2005), namely, meaningfulness, time flexibility, learning
and development opportunities, skill variety, social interaction, autonomy, and task
identity in different samples consisting of, among others, (a) volunteers, and (b)
employees. The participants were asked to rate seven of the JDS-related criteria, one
of which being meaningfulness, on a scale ranging from 1 (very important) to 7 (least
important). Whereas volunteers rated meaningfulness on average with 1.3, employ-
ees attached less importance to it, reflected in an average rating of 3.7. Additionally,
it was found that meaningfulness was delimited from the other aspects such as
autonomy or safety. Therefore, Wehner et al. concluded that the meaning-making
motive in volunteers should be regarded as essential (Table 13.1).

In a more recent study on hospice volunteers Giintert, Barry, and Wehner (2010)
investigated resources and stressors as well as job and organizational characteristics.
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One major aim of the study was to find out whether the inclusion of work design
inventories in addition to an established instrument, namely, the HIV Volunteer
Inventory (Guinan & McCallum, 1991), would provide incremental variance in
explaining volunteers’ satisfaction' and burnout. With regard to satisfaction and in
accordance with the authors’ hypothesis it did so to a considerable extent, as an addi-
tional 14 % of variance in satisfaction could be explained (Giintert et al., 2010). More
importantly, by using the established HIV Volunteer Inventory, they found that vol-
unteers in hospice care showed lower levels of stress and even felt enriched by their
voluntary work (Glintert et al., 2010) as opposed to AIDS volunteers in comparable
studies (Claxton, Catalan, & Burgess, 1998; Ross, Greenfield, & Bennett, 1999).
Results of further studies on volunteering in palliative care (Claxton-Oldfield &
Claxton-Oldfield, 2007; Field & Johnson, 1993) pointed in the same direction.
Consequently, these results and this initial finding led us to reflect further on the role
of volunteering with regard to different forms of work and concerning health, which
will be discussed in the following sections.

13.3 Subjective Spaces of Meaning

Looking at delimited systems and focusing solely on one form of work — namely,
gainful employment — is a paradigm of I-O psychology research. In that paradigm,
traditional employment relations are still implicitly assumed, leaving certain
transformations unaddressed, such as smaller workplaces admitting more informal
interaction, a rise in flexibility and fragmentation, and organizational adaptation to
parenting needs of their male and female employees (Guest, 2004). Thus, to account
for and learn from currently emerging alternative phenomena, it is necessary to
seize the opportunity to analyze and compare the different forms of work that are
emerging due to sociotechnical and sociocultural transitions.

When it comes to comparing different forms, apart from measuring meaningful-
ness and associated emotional responses that individuals attach to gainful employment
directly, it is important to first understand subjective-evaluative aspects regarding
varieties of work. At the same time, it seems fruitful to compare gainful employ-
ment, for instance in relation to volunteering, by positioning both in subjective men-
tal models. In a grid study, Mosken, Dick, and Wehner (2010) adapted qualitative
methodology to visualize and analyze mental models and to gain insight into the
complexity of individual cases, considered in relation to each other as well as in the
aggregate. Unfolding individual perceptions derived from biographies of volunteers
helps to model inter-individually varying sculptural sketches of activities that
otherwise remain known only to the individual in question. The aggregate of various

'The satisfaction scale consists of items developed in our research group and in connection with
several prior investigations on volunteering as well as items adapted from the Schaufeli and Bakker
(2003) Utrecht Work Engagement Scale. The Eigen value criterion suggested one general factor
solution with an internal consistency of a = .83 after eliminating two items.
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external world public space
« 10 have an external effect « planned
taking responsibility « o be in social space »public space
in public space
« mental effort in social space: professional distance
» responsibility comfortable, calming collectively in « mixed feelings
* public public space « wilh reserve
« duty
duty matter of course
« obligaticn - matier of course team fane Iﬁghm
eexhousting |1 = peace of mind = collective + alone
excercise + cozily wam « inner * neutral mood
« uncomfortably ~ invigorating Invcivement
cold
* energy-sappi & i
Pring relaxing in private inner willingness o
alone, uncomfortable @ suroundings * positive feelings alone in private
exhausting = serenity = complete inner space
* private Opening
p = lotal relaation = voluntary —
Internal world private space
= being alone = spontaneous
= bing on my own « private

Fig. 13.1 Two exemplary subjective models (left: “Julia”; right: “Sonja”) based on a principal
component analysis. Inside the circles are the elements (e.g., volunteering), outside the circles are
the personal constructs (e.g., external world)

models helps us to understand which and how many attributes are assigned to different
activities by a group of participants.

This methodology is different from regular work analysis, such as survey meth-
odology, which builds on constructs that are introduced by investigators them-
selves, implying that the investigator knows of the very nature of certain
constructs. In the grid technique, this assumption does not guide the researcher’s
line of action. Here, constructs are developed cooperatively. The only specification
in this research design appears in presenting the activities, which participants are
asked to make statements on (Mosken et al., 2010). Hence, by building on Kelly
(1986) and Kelly’s construct theory, Mdsken et al. (2010) aimed to evoke a subjec-
tive account and to test it via factor analysis.? The resulting subjective space of
meaning (SSM) was obtained by applying a semi-structured, narrative grid inter-
view (Fromm, 1995). The grid technique is based on the idea of explicating indi-
vidual perceptions that build on specific individual constructs (Mosken et al., 2010)
after presenting certain elements. The major goal is to detect attributes and motives
regarding different types of activity by participants who have experience in both
gainful employment and volunteering. To do so, Mosken et al. presented three
elements at a time?, each comprising different types of activity, to the participants,
who were asked to pair two elements due to perceptual similarity and to separate
the third element perceived to differ from the other two. This resulted in triads,
with two elements being paired on the basis of the constructs applied to differentiate
activities or elements, respectively. These constructs can be conceived as the par-
ticipants’ reasons to distinguish the elements and referred to such notions as spon-
taneous or planned (see Fig. 13.1).

2For a further explanation of the theory and method, see Fransella, Bell, and Bannister (2003).

3 Altogether, the set of elements contained on average ten activities, which were presented to the
respondents.
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As the two subjective models make evident, there are inter-individually differing
spaces of meaning, and different individual motives emerge as relevant with regard
to the different activities.

Three central results of the study by Mosken et al. (2010) are:

e Opverall, the SSM showed that on a subjectively perceived continuum, volunteer-
ing is closer to an ideal conception of activity.

e There is a shared spectrum of meaning attached to both volunteering and gainful
employment comprising aspects such as duty, public, well-being, effort, pretense,
development, recognition, and activity.

* Volunteering receives more attributes or, in terms of the repertory grid technique,
more constructs than gainful employment, which shows the great diversity inherent
to volunteering.

Looking at the grids in the aggregate, consisting of 20 cases, it becomes clear
that there are major differences when it comes to placing volunteering and work
activity in relation to each other and based on a subjectively conceived ideal of
activity. The individual SSM show that volunteering is perceived as being closer to
an ideal activity. Consequently, this supports evidence of the special role that volun-
teering as an activity plays in the lives of volunteers.

Although there is common ground concerning volunteering and work insofar
as participants perceive volunteering as one form of work, the results also indi-
cate that volunteering has certain characteristics that differentiate it clearly from
gainful employment. These delineating characteristics include admitting emotions,
experiencing community, and self-determination during the activity (Mosken
et al., 2010).

Concerning work-life balance or life domain balance, the SSM seems rele-
vant when taking into account that there is still no consensus on the balance and
conflict of different domains. Based on the results, no generalization can be
made concerning which activities are assigned to which domains, and thus
speaking of a dichotomy of paid work and family life is not conducive. In other
words, these results show that different people assign the same activities to dif-
ferent domains, which they deem important with regard to different constructs.
The results are in line with the functional approach applied to volunteering,
comprising the notion that a great deal of human behavior is motivated by different
goals and needs and thus varies from individual to individual (Clary et al., 1998).
According to the functional approach, the very same attitudes and behavioral
outcomes of individuals can be accountable for differing psychological func-
tions. Going beyond the paradigm of social psychology, which for decades has
been concerned with analyzing the dichotomy of prosocial behavior by inter-
preting it as either egoist or altruist, these results point up the necessity to per-
ceive the motives of volunteering as multi-functional. To sum up, narrowing
volunteering down to an either altruist or egoist motive is just as shortsighted as
establishing a dichotomy regarding work and family and then looking for conflict
between the two.
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13.4 The Potential of Volunteering Concerning
Life Domain Balance

With the sweeping change of social, economic, and technological structures over
the last decades, both women and men have expressed interest in a balanced life,
mainly referred to as work-life balance. However, due to increased responsibilities
within various life domains (such as work, family, friends, sports, volunteering),
greater performance pressures, increased hours spent at the workplace, and tech-
nical advancements (such as smartphones) that blur boundaries between work and
personal life (Burke, 2000; Jones, Burke, & Westman, 2006: Greenhaus & Allen,
2010), employees today are especially challenged to balance their work and other
life domains in order to meet the various needs and demands (Allen, Herst, Bruck,
& Sutton, 2000). This challenge may become a stressor, and conflicts between
different life domains may occur. This is called work-family conflict or work-life
conflict (Allen et al., 2000). However, researchers have argued that workers may
also benefit from combining work and personal life; this is called work-family
enrichment or work-life enrichment (Greenhaus & Allen, 2010; Greenhaus &
Powell, 2006).

13.4.1 From Work-Life Balance to Life Domain Balance

As the research on work-life balance is concerned with questions about the relation
between paid work and personal life (Wiese, 2007), the term work-life balance is
an unfortunate choice (Resch & Bamberg, 2005). It may lead to the conclusion that
it refers to a balance or a balancing between work and life. However, since work is
a central part of life and there are various forms (e.g., voluntary work, housework,
education work) outside paid work, the term life domain balance seems more
appropriate (Ulich & Wiese, 2011). A comprehensive understanding of balancing,
combining, or integrating different life domains will allow us to refer to these dif-
ferent life domains, which are individually relevant for each person (Brauchli,
Hiammig, Giintert, Bauer, & Wehner, 2012) and can potentially come into conflict
with or enrich one another (Ulich & Wiese, 2011). Keeping this broad view on the
interaction of diverse life domains in mind, voluntary work activity or volunteering
gains relevance, considering its effects on the individual. Volunteering is a specific
field of activity beyond paid work, and it involves activities that may be both
enriching and demanding (Ulich & Wiese, 2011). As mentioned above with regard
to single SSM, many more categories are ascribed to volunteering than to paid
work. Since voluntary work activity is a unique source of self-esteem and opti-
mism (Jusot, Grignon, & Dourgnon, 2007), we assume that volunteers benefit from
this particularly enriching life domain.
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13.4.2 Interactions Between Life Domains
and the Role of Volunteering

In principle, life domains can interplay or interact with one another in two opposite
ways: The dominant assumption in the research literature on life domain balance
is still that different domains are separate and compete, i.e., life domains inter-
fere with one another negatively (Barnett, 1998; Gareis, Barnett, Ertel, &
Berkman, 2009). The fact that different life domains are important in one’s life
produces conflicts in the sense that it might be difficult to fulfill diverse respon-
sibilities within and between different domain activities (such as between paid
work and family or a hobby and paid work). However, growing evidence of a
synergy between life domains and salutary effects of an involvement in different
life domains has challenged the conflict assumption (Greenhaus & Powell, 2006;
Grzywacz & Marks, 2000). It is reasonable that multiple life domains can enrich
each other. Note that conflicts and enrichment are not mutually exclusive but
mostly co-occur (Greenhaus & Powell, 2006). With regard to volunteering —
besides the co-occurrence of conflicts and enrichment — we can imagine that
enrichment can develop from prior conflict and vice versa. However, there are
still only few studies available that incorporate both, the conflict and the enrichment
perspective, not even to mention longitudinal designs to test this assumption.
It seems that merging this assumption with the aforementioned functions that
volunteering can serve for different individuals (Clary & Snyder, 1999) might be
worthwhile. We therefore assume that there are not only inter-individual differ-
ences with regard to the functions that voluntary activities can serve but also
consider possible intraindividual differences. These functions might change over
individuals’ life spans, depending on personal values, characteristics of the envi-
ronment such as norms imposed by close peers and family, structural character-
istics, and so on.

13.4.3 Conflicts Between Life Domains

Based on a scarcity hypothesis, which assumes that people have a fixed amount of
time and energy, individuals who participate in multiple roles within different life
domains inevitably experience conflicts and stress that detract from their quality of
life (Greenhaus & Allen, 2010; Greenhaus & Powell, 2006). Based on the definition
by Greenhaus and Beutell (1985), Westman, Etzion, and Gortler (2004) wrote that
a conflict between work and personal life occurs when “demands associated with
one domain are incompatible with the demands associated with the other domain”
(p- 413). Studies have revealed several work- and health-related correlates of this
conflict (commonly a conflict between paid work and family), with the strongest
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evidence being confirmed for negative effects on work and life satisfaction (Allen
et al., 2000; Bonebright, Clay, & Ankenmann, 2000; Judge & Colquitt, 2004; van
Rijswijk, Bekker, Rutte, & Croon, 2004).

13.4.4 Enrichment Between Life Domains

As mentioned above, within the research on the interface, or rather the interaction,
of different life domains (primarily paid work and family) there has been a recent
shift in perspective from a negative strain to a more positive resource perspective.
This also emphasizes the positive aspects of being involved in different roles within
different life domains (Greenhaus & Powell, 2006; Hakanen, Peeters, & Perhoniemi,
2011). Greenhaus and Powell (2006) define enrichment as “the extent to which
experiences in one role improve the quality of life in the other role” (p. 73), refer-
ring to a transfer of resources and positive affect from one role to the other role
(Greenhaus & Allen, 2010). Furthermore, in agreement with Wayne, Grzywacz,
Carlson, and Kacmar (2007) and Hakanen et al. (2011) we assume that when indi-
viduals succeed in generating resources in relevant life domains, enrichment is
enhanced, leading to positive outcomes, such as well-being. Several researchers
have identified a significant association between enrichment and health (Allis &
O’Driscoll, 2008; van Steenbergen, Ellemers, & Mooijaart, 2007).

13.4.5 The Role of Volunteering

In terms of these possible positive consequences of multiple roles and different
tasks and activities within different life domains, volunteering gains relevance
because we perceive it as a life domain, which potentially increases the availability
of social and psychological resources such as social support, self-efficacy or self-
esteem (Mojza & Sonnentag, 2010; Musick & Wilson, 2003). As research showed,
these resources can be directly transferred from one domain to another (Greenhaus
& Allen, 2010; Rozario, Morrow-Howell, & Hinterlong, 2004). In this sense, volun-
teering might enrich other life domains and therefore beneficially affect well-being
and health. In addition to this assumed direct positive effect on health, we argue that
a person’s voluntary work activity can buffer stressors (such as conflicts) occurring
between or within various life domains, such as paid work or family:

First, volunteering can influence the appraisal of stressors in general. Stressors
that are perceived as irrelevant have a reduced negative impact on well-being and
health (Lazarus & Folkman, 1984). Voluntarily engaged individuals might appraise
potentially stressful events or situations as less relevant for their well-being, which
reduces the threat by potential stressors (Mojza & Sonnentag, 2010).

Second, volunteering can build up resources that can not only be directly trans-
ferred to other life domains (see above) but also can help people to cope with
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stressors. People who garner satisfaction, confidence, and esteem from various life
domains are better able to cope with stress and conflicts (Mojza & Sonnentag, 2010;
Ruderman, Ohlott, Panzer, & King, 2002).

Finally, volunteering can facilitate recovery after expending effort, such as at
work. As the Effort-Recovery Model (Meijman & Mulder, 1998) indicates, it is
essential to be exposed to conditions that facilitate recovery, such as conditions
within or through voluntary work activity. In this way, depleted resources can be
restored (Sonnentag & Zijlstra, 2006). The effort that we must devote to the tasks
within different life domains, such as work and family, elicit a series of physiological
and psychological changes. These changes are not permanent but reversible,
provided that this effort can be suspended by recovery. If recovery is hindered, that
is, if we undertake nothing to restore our resources, these physiological and psycho-
logical changes persist and have adverse (health) effects. The risk of burnout is
increased, whereas engagement at work is limited (Mostert, Peeters, & Izel, 2011).

Indeed, Mojza and Sonnentag (2010) found that volunteer work has a potential
to buffer stress and aid recovery and may have a compensatory function. Volunteering
reduces stress and builds up resources and thus might empower people to manage
the different demands and challenges in their relevant life domains (paid work, family,
social life, and other domains). This would improve their balancing of these life
domains (Brauchli et al., 2012; Goliike, Giintert, & Wehner, 2007).

13.4.6 Insights from Our Own Research

To investigate this compensatory and beneficial function or potential of volunteering
as a resource and buffer of stressors, we recently conducted an exploratory study
(Brauchli et al., 2012). We wanted to explore the role of voluntary work activity
concerning life domain balance, namely, whether it bears the potential to reduce
conflicts among different life domains. The results indicated that volunteering is
related to these conflicts in a differentiated way: Conflicts that emerge within the
paid work domain are higher, the more frequently a person volunteers. In contrast,
conflicts from personal life that interfere in a negative way with a person’s paid
work life, are lower among employees who engage in volunteer work. Moreover, a
non-linear relationship between conflicts and volunteering was found when these
two different forms of conflicts —i.e., conflicts emerging within personal life affecting
working life and conflicts emerging within working life affecting personal life —
were summarized. Thus, there seems to be an optimum: Employees who volunteer
with medium frequency (in our study one to three times a month) experience minimal
conflicts among different life domains.

In conclusion, it appears evident that volunteering is usually not an additional
stressor but instead can serve as a resource, if performed at an optimum level. Finding
the optimum level appears to be decisive with regard to volunteering as a resource in
individual lives. To complicate things, one can assume that the optimum level varies
inter- and intra-individually, because domain conflicts are not only limited to
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individual determinants but also to situational and, most importantly, monetary
determinants. Since not everybody has equal volunteering opportunities due to socio-
economic status or, in other words, since volunteering is an affluence-related phe-
nomenon that not everyone can afford, there are huge gaps in citizens’ opportunities
to become engaged in volunteer work. However, if volunteering is meaningful and
indeed has health-promoting potential despite the fact that or even because it is
unpaid, it seems necessary to consider ways to promote volunteering or meaningful,
intrinsically motivated activities. These conclusions are relevant with regard to the
final section below, which deals with the utopian ideal of a basic income and how this
ideal might promote both meaningful activities and public health.

13.5 A Basic Income as an Institutional Framework
to Promote Public Health?

Historically, the concept of a basic income, or guaranteed income, as discussed by
Milton Friedman (1962) and Erich Fromm (1966),* is linked to ideals of justice
regarding basic rights that date back to ancient scholars, such as Aristotle
(Aristoteles, 1991) as well as more contemporary philosophers (e.g., Rawls, 1975).
Aristotle’s idea of common justice refers to all citizens partaking in wealth and
moves beyond national spheres toward a global concept of justice (Opielka, Miiller,
Kreft, & Bendixen, 2009). Today, the Basic Income Earth Network (BIEN) defines
a basic income as “an income unconditionally granted to all on an individual basis,
without means test or work requirement” (Basic Income Earth Network [BIEN],
2011, p. 1). Currently, civilizing the economy to enable the proliferation of civic
freedom and emancipatory social policy would encompass social rights of safety
and partaking (Mastronardi & von Cranach, 2010). According to the authors, these
rights could be implemented by introducing a basic income. This raises the ques-
tion as to how a basic income might potentially have positive effects on individuals
and society as a whole.

In this final section, we abstain from claiming historical and theoretical com-
pleteness in our dealing with the concept of a basic income. As a matter of fact,
currently there is no such thing as the concept of basic income, as there are, for
example in Germany, numerous differing models that are being discussed politi-
cally and economically (Opielka et al., 2009). Although the macro- and microeco-
nomics of a basic income are surely essential in the discussion of its feasibility, we
leave these issues unaddressed. Instead, we briefly discuss issues of motivation by
referring to empirical results and conclusions stated above. Our aim is to address
the question as to whether people would work and experience meaning if they
received a guaranteed income without any form of means testing. Additionally, and
jointly, we conclude by discussing the health-promoting potential of this uto-
pian concept.

“Erich Fromm uses the term guaranteed income.
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13.5.1 The Issue of Motivation

The assumption that most people would not work if they received a guaranteed
basic income is ubiquitous. And it is often stated in social discourse on the effects
of its implementation. That is, it seems commonly held that individuals are primarily
driven by extrinsic factors such as remuneration. This idea of people as restricted,
resourceful, expecting, evaluating, and maximizing by nature, which for decades
has been taken for granted and maintained unchallenged by behavioral economics is
recently being called into question more and more by different economists (e.g., Fehr &
Fischbacher, 2002; Vanberg, 2008). In Friedman’s (1962) early theorizing, he
assumed that a basic income — like any measure against poverty — lowers the drive
of individuals receiving the security measure to help themselves but does not
exclude this drive. Hence, even from an economic viewpoint, there seems to be
something beyond a mere tit-for-tat strategy in humans when it comes to paid work.
Other needs besides the existential necessity to make a living appear to deserve
attention. Ascribing gainful employment and the income resulting from it the same
need-fulfilling potential compared to voluntary work seems at least questionable
when taking into account the empirical evidence from research on work-related
attitudes, intrinsic motivation, and volunteering. The Kelly Global Workforce Index
(Kelly Services, 2009), which surveyed 100,000 participants in 34 countries,
showed that in Germany and Switzerland more than 50 % of respondents would
forego status and accept cuts in salary to be supplied with more meaningful tasks.
In their self-determination theory, Deci and Ryan (2000) stressed growth-oriented
activity, maintaining that people are “naturally inclined to act on their inner and
outer environments, engage activities that interest them ... move toward personal
and interpersonal coherence” and that they “do not have to be pushed or prodded to
act” (p. 230). Finally, it was shown that the need for meaningfulness is stronger in
volunteering than in gainful employment (Wehner et al., 2006) and that more attributes
are ascribed to volunteering than to paid work (Mdsken et al., 2010). The latter
shows the multifaceted diversity of facets of meaning that are inherent to volunteering.
All in all, it seems that people’s attitudes toward a basic income are influenced more
by their ideas about the nature of human beings and not so much by proven facts
from research on motivation.

13.5.2 The Indirect Health-Promoting Potential
of a Basic Income

Today we know of the strain potentials in work and are now gradually starting to
explore resources inherent to work and its design by turning to such concepts as
meaning or work engagement. Further, psychological studies showed decades ago
that unemployment has negative effects on health (Frese & Mohr, 1978; Jahoda,
Lazarsfeld, & Zeisel, 1960). As we argued above, I-O psychology was built mainly
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around the examination of paid labor contexts. This lack of emancipation of other
forms of work, one might argue, is rooted in a patriarchal understanding of public,
economic labor (Taylor, 2004). The notion that “self-respect and social standing in
developed societies are primarily distributed via paid employment” (Merkel, 2009,
p.- 47) and the fact that community life is collapsing (Putnam, 2000) leads to the
following conclusion: Identity and social inclusion of employees in the Western
industrialized world are built on a fragile foundation, namely, paid labor. As long as
gainful employment remains a central building block of material reproduction and
social security, motivational issues will remain linked to paid labor, although there
is no initial ontological connection (Heinze & Keupp, 1997). However, it seems
questionable whether our current understanding of gainful employment as the main
source of identity and of social inclusion will suffice, if individuals are to remain
healthy. To illustrate, many people work in different jobs, and boundaries between
life domains are becoming more and more permeable. The availability and acces-
sibility of a remote workforce through modern communication technology leads to
a drift of business into private life or to an overlap of life domains, respectively.
Some European researchers refer to this phenomenon as the subjectification of work
(see Moldaschl & VoB3, 2003).

Fromm (1966) discussed the psychological implications of a basic income.
Fromm viewed the elimination of existential fear, on the basis of personal freedom,
as one crucial outcome. From his perspective, freedom in the sense of an indepen-
dence from material goods is one of the most important personal resources. A decisive
link between personal and social resources is the ability to accept, establish, and
maintain trusting and helpful relations (Udris, 2006). Thus, trustful social relations
outside paid work can bear a certain bridging potential. No man is an island, a phrase
borrowed from John Donne and nowadays often used by positive psychologists,
points to the importance of relatedness in societies deemed happy and healthy (see
Keyes & Haidt, 2003). If we assume that the introduction of a basic income would
entail perceptions of equality in society, health effects should occur at least indi-
rectly. Empirical data from political science research suggests that one of the prime
movers of social trust is income equality (Uslaner, 2002). According to Uslaner
(2002) trust diminishes in an unequal world. At the same time, trust has significant
effects on cooperation (Putnam, 2000; Uslaner, 2002). Besides the positive effects of
trust on behavioral and health outcomes in the work setting (Kramer & Cook, 2004),
different studies have shown that trust is an antecedent of public health (Barefoot
et al., 1998). To summarize, the social impact of a basic income on health is, hypo-
thetically stated, indirect and should be mediated by trust and cooperation, the latter
of which can take many forms, such as volunteering.

13.6 Conclusion

We argued theoretically, and to a certain extent empirically, that volunteering bears
the potential to serve as a resource in life and in relation to paid work. However,
with job uncertainty caused by factors such as precarious working conditions,
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flexible working hours, and so on, which are present in most societies of today’s
globalized world, the potential of meaning-making in volunteering seems like a
luxurious accessory that not everybody can afford. For certain underprivileged indi-
viduals who work multiple jobs, the idea of volunteering might seem absurd. The
same would apply to individuals who are unemployed. Therefore, if we hold that
volunteering and its different activities, such as social sector volunteering, cause-
related voluntary activism, or modern forms like online volunteering, do indeed
have positive spillover effects on health due to the meaning that they contain, then
it should become a part of public health policy to further promote these activities.
As initial empirical findings suggest, importance should be attached to identifying
the right level of volunteering for individuals. Taking the idea of promoting volun-
teering or unpaid work to the next emancipatory level would imply reconsidering
institutional and social policy frameworks. In this respect, the decoupling of work
from income could be achieved by introducing a basic income. If this were the case,
occupational health policy would go public and a huge and drastic shift from means
testing social policy to a trust-based, autonomy-supportive society might take place.
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