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Abstract

Objective:The present study aimed to analyze the factors that influence the increase in the desire to
re-engage volunteer rescuers and saviors of the RedCrescent Society of the Islamic Republic of Iran.
Methods: This qualitative descriptive phenomenological study involved the participation of
volunteers who had not volunteered in the Iranian Red Crescent Society (IRCS) for at least one
year but expressed a willingness to be re-engaged. The semi-structured in-depth interview
process and data collection continued until the theoretical saturation stage was reached. The
collected data was analyzed using the interpretive approach and the 7-step Claesian method.
Results: The results show that several factors influence the increase in the desire to reengage
volunteer rescuers andmembers of IRCS. These factors were categorized into 136 codes, 63main
codes, 20 clusters, 7 classes, and 3 themes, namely “organizational support and understanding,”
“work characteristics,” and “organizational credibility.” The results of the study indicate that
each of the identified factors plays a significant role in the dynamics of the re-engagement
process for rescuers and volunteer rescuers within the IRCS.
Conclusions: The experiences of volunteer rescuers andmembers can be utilized to enhance the
recruitment and retention of volunteer human resources within the IRCS.

Introduction

In recent years, volunteering has become increasingly important. Organizations and institutions
that provide social services can expand and improve their programs with the help of knowledge-
able and trained volunteers, allowing them to offer a greater quantity and quality of services.1,2

The National Red Cross and Red Crescent Societies, being one of the largest cooperatives and
volunteer-oriented organizations, need to attract and use efficient and effective volunteer human
resources to achieve their goals.3

Among volunteer human resources, first responders and rescuers have one of the main and
fundamental responsibilitieswithin theRedCrescent Society, including rescue andpublic service.4

In many research studies, various factors related to the recruitment and retention of volunteers
have been mentioned. In a study conducted by Poladi et al., it has been shown that factors such as
advertising by influential individuals, street advertising, organizational support, social motivation,
communication, and media play a role in both internal motivation andmaterial encouragement.5

In other studies, factors such as the variety of recruitment methods, the rewards obtained from
participation, the sense of belonging among members, increased awareness and public informa-
tion about safety culture and preparedness, the use of information tools and incentives, and
engaging activities have been mentioned.6

Through the conducted investigations, no relevant research was found in the field of identi-
fying the dimensions and components that influence the desire for re-engagement. Most of the
research has focused on the motivational and material aspects of participants until they become
volunteers.7 Identifying the factors influencing the recruitment and retention of volunteer forces,
one of the challenges theRedCrescent Society of the country has faced in recent years is the decline
in the number of volunteers.1

Re-engagement volunteers (or re-employed or return-to-work volunteers), rescuers, or savior
volunteers may stop their activities due to economic aspects, such as a lack of hope for job
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prospects; however, due to measures taken within the Iranian Red
Crescent society, hope for job prospects (such as insurance and
employment) have motivated volunteers to continue their activ-
ities. In recent years, the Red Crescent Society of the Islamic
Republic of Iran has successfully increased volunteer participation,
including rescuers, by implementing strategic policies and effective
capacity-building initiatives.

In this study, recognizing the importance of this matter, efforts
have been made to examine the factors that influence the willing-
ness of volunteer rescuers to rejoin the Red Crescent Society of the
Islamic Republic of Iran.

Methodology

Study Design and Data Source

This study was qualitative research conducted in 2023, using the
descriptive phenomenology approach. The research sample was
selected through a purposeful samplingmethod and continued until
data saturation was achieved. In this study, in-depth and semi-
structured interviews were conducted with 23 individuals. The
duration of the interviews varied from 30 to 40 minutes, depending
on the circumstances and willingness. The interviews began with a
broad and comprehensive question: “Describe your experience
regarding your return to the Red Crescent Society for relief and
volunteer activities”. In cases where the answers were unclear or
incomplete, additional questions were asked to gather more
information.

Inclusion and exclusion criteria
The criteria for inclusion in the research were willingness and
satisfaction to participate, a history of being a rescuer with at least
one year of inactivity within the RedCrescent Society, and the ability
to recount experiences. Criteria for withdrawal from the research
included the unwillingness to participate in the investigation pro-
cess. Additionally, participants were given the option to withdraw
from the study at any point during the investigation.

Data analysis
In this study, data analysis was performed using MAXQDA-2018
software, employing the 7-step Claesian method. After each inter-
view, the entire audio textwas transcribed verbatim intowritten text,
serving as the unit of analysis.

• First, the interview text was carefully read multiple times to
gain a general understanding of the content.

• Second, all the significant and important explicit and implicit
words and memos from each interview were extracted.

• Third, the meaning of each phrase was explained and summar-
ized, along with its significance. Then, the extracted meanings
were combined to derive a common understanding.

• Fourth, the meanings extracted from the third step were
organized into categories of codes and themes and then placed
into separate clusters.

• Fifth, the related codes were grouped into broader categories.
These categories of codes were then organized into clusters,
forming central concepts.

• Sixth, the findings were discussed and described. Repetition of
topics serves as one of the indicators of credibility. To deter-
mine the validity of the data at this stage, one of the relevant
individuals compared the data obtained with the information.
Finally, the structure of the phenomenon was addressed. For

this purpose, the key concepts were selected by consensus
among the researchers and written in a narrative summary.

• Seventh, to ensure validity, the information from each inter-
view was shared with the participants for verification. Based on
their feedback and opinions, necessary corrections were made.

In this study, the four criteria of dependability, credibility, con-
firmability, and transferability proposed by Lincoln and Guba were
used to assess the strength and accuracy of the data.8 To enhance
generalizability to other situations or groups, maximum diversity
was considered in the selection of participants. Additionally, the
qualitative study in this research was evaluated using the 32-question
checklist criteria of COREQ.9

“Rescuer” refers to a volunteer who provides rescue services after
going through the steps of enlistment and receiving the necessary
training in the field of the operational teams of the population.
Paramedics are divided into third, second, and first degrees. The
minimumage to enter the rescue service is 16 years. “Savior” refers to
a volunteerwhooffers search and rescue services after completing the
enlistment process and obtaining the required training in commu-
nity operational teams. The savior is categorized into three degrees:
third, second, and first. The minimum age to participate in rescue
operations is 18 years old. “Sacrifice” is used to describe a volunteer is
said to have the ability to participate in various missions while
passing the rescue and savior procedures and passing the sacrifice
test. The minimum age to enter the sacrifice period is 22 years.

Results

In this study, the participants included 3 females and 20 males who
were rescuers. The age range of the participants was between 21 and
33 years, and their education level ranged from Diploma to PhD.
Their level of rescue experience ranged from first rescuer to first
savior (Table 1).

After analyzing the interviews and removing irrelevant codes,
136 codes were extracted, which emerged in three themes: “per-
ceived organizational support,” ”work characteristics," and “organ-
izational credibility.” There were 7 classes, 20 clusters, and 63 main
codes (Table 2).

Welfare affairs, one of the classes in the study, included three
clusters: insurance coverage, payment of salaries and benefits, and
satisfaction of social needs. Most of the participants repeatedly
stated that one of the reasons for being re-absorbed into the Red
Crescent Society was the provision of insurance services and salary
payments, which did not exist in the past. Previously, only com-
muting allowances were paid. In most cases, the payment of these
expenses did not align with the conditions of economic inflation in
society, and this issue caused dissatisfaction among rescuers.

One of the participants said, ”When I had insurance coverage, I
felt relieved because, in addition to helping the Red Crescent Society,
I also improvedmy life situation" (participant number 3). Participant
number 12 said, “Since I have social security insurance coverage and
my salary and travel expenses are paid, both my family and I feel
more satisfied.”

Another class in the study is occupational value, which includes
four clusters: attention to the emotional needs of the organization,
easy and open communication with officials, recognition of self-
sacrifice, and public awareness of volunteer services.

• Paying attention to emotional needs is one of the clusters in this
class. The important aspects of this cluster include appreciating
and valuing individuals, providing support and consolation to
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volunteers assisting accident victims, and finally, recognizing and
acknowledging rescuers and volunteers on important calendar
and religious days. One of the participants said, “It is valuable for
me and many of my colleagues that during religious ceremonies
andNowruz Eid, like other employees, all rescuers and volunteers
are appreciated and thanked” (participant number 7). Another
participant said, “The fact that they allocate an amount as an Eid
gift for us during religious occasions gives people a sense of value
and demonstrates that we, as volunteers, are also important to
them” (participant number 10). One of the participants said,
“When I see in the media that the president, general secretary,
or the deputies of the entire population sit next to the rescuers in
times of crisis and difficult conditions, and listen to their words, it
shows support for us rescuers and gives us the impression that we
are being supported.” (participant number 1)

• Easy and open communication with officials was also one of
the shared experiences of several rescuers. This cluster is related
to establishing close communication with senior officials
through virtual platforms and organizing meetings with offi-
cials to create a suitable environment for discussions with
managers. One of the participants said, “I was in contact with
the authorities through cyberspace regarding the situation of
the rescuers. If we had any questions, they would explain to us
and even answer the questions of other rescuers. They were
patient enough to repeat the answers.” (participant number 20)

• Paying attention to self-sacrifice is one of the important
aspects of this class. This aspect is related to recognizing and
valuing selfless volunteer service, the involvement of officials
with volunteers in crisis situations, and appreciating the self-
lessness of volunteers. One of the participants said, “Whenever
there is a problem for the rescuers in operations, the officials of
the Red Crescent Society come tomeet and console or follow up
in person, which is unique. For example, when an accident
happened to several rescuers in Ardabil, the head of the Red
Crescent Society and the deputy of relief and rescue came to
meet the victims.” (participant number 18)

• Public awareness of volunteer services is another cluster of
occupational value classes. Timely notification of various
methods regarding the goals andmeasures taken was a common
concern formany participants. Several aid workers said that they
were aware of the decisions and future plans of the Red Crescent
Society, whichmade them feel good.One of the participants said,
“I and many rescuers were able to make better decisions for our
future when we learned about the news and decisions of the
organization. For example, I myself decided to move from the
city where I live to the capital of the province to find a suitable
job. When I found out about the decisions related to improving
the situation of volunteers in the Red Crescent Society, I waited
and continued our rescue activity.” (participant number 9)

Positive expectations from establishing cooperation with the Red
Crescent Society is another class in this research. It includes three
clusters: the commitment of officials, providing opportunities for
continuous growth, and increasing job security.

• The commitment of officials is one of the clusters in this
category, as mentioned by the participants. It is based on the
implementation of organizational reports and approvals by offi-
cials.One of the participants said, “Bothmy family and I heard the
discussions of the officials of theRedCrescent Society through the
media regarding the improvement of the condition of rescuers
and their promises. Interestingly, after a period, the officials
fulfilled those promises. We were very happy, and this sense of
responsibility is very valuable to me.” (participant number 11)

• Providing the opportunity for continuous growth is another
cluster within the category of positive expectations of establish-
ing cooperation with the population. The participants expressed
the creation of opportunities, including the employment of
volunteers with a degree of self-sacrifice within the population,
the creation of employment opportunities for other volunteers,
and the Holy Military Service. One of the participants said: “It
was very important that the authorities cared about us and gave
us a point in the recruitment discussion, and this pointmademe
have a better chance of being hired than a person who does not
volunteer, and this is an opportunity which the Red Crescent
Society has created.” (participant number 23)

• Increasing job security is another cluster within this category.
This cluster pertains to increasing the likelihood of job stability,
planning a life with a fixed income, and a greater desire for
career advancement and relief. One of the participants said,
“Given that I have a degree of self-sacrifice and now I am being
recruited into the Red Crescent, the salary I receive makes it
easier for me to plan, and my conditions are better.”
(participant number 6)

• The spirit of learning is another class identified in this study,
which consists of two clusters: organizational learning and
individual learning. This class is associated with the synergy

Table 1. Demographic characteristics of rescuers and saviors volunteering

Participant number Gender Age Degree Education

1 Male 27 First Savior Bachelor

2 Male 23 Second Savior Associates

3 Male 24 First Savior Bachelor

4 Male 26 First Rescuer Master

5 Female 23 Third Savior Master

6 Male 30 Sacrifice Master

7 Male 31 Sacrifice Bachelor

8 Male 29 First Savior Associates

9 Female 21 First Rescuer Master

10 Male 30 Second Savior Bachelor

11 Male 25 First Savior Bachelor

12 Male 26 First Savior Bachelor

13 Male 32 First Savior Master

14 Male 31 First Savior Bachelor

15 Female 33 Sacrifice PhD

16 Male 24 Third Savior Master

17 Male 29 First Savior Bachelor

18 Male 27 First Savior Master

19 Male 23 Second Savior Master

20 Male 25 Third Savior Associates

21 Male 29 Sacrifice Associates

22 Male 31 Sacrifice Bachelor

23 Male 24 Second Savior Diploma
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Table 2. Main code, cluster, class, and theme of factors affecting the increase in the desire to re-absorb volunteers

Theme Class Cluster Main codes

Perceived
organizational
support

Paying attention to
welfare affairs

Insurance Insurance all rescuers and saviors.

Supplementary insurance for rescuers and saviors

Pursuing the development of public coverage of all volunteers

Payment of salaries
and benefits

Timely payment of fees

Increasing travel allowances

Allocation of shopping coupons

Adapting Salaries to Inflation Conditions in Society

Paying attention to
social needs

Family Satisfaction of Rescuers and Saviors with the Services Provided.

The satisfaction of rescuers and Saviors regarding the current situation of the population

Giving importance to the capabilities and abilities of volunteers

Occupational value Paying attention to
emotional needs

Rewarding rescuers and rescuers on every occasion

Understanding the importance of rescuers

Appreciating rescuers on various occasions

Meeting and consolation of senior officials with the rescuers and saviors of the accident

Easy and open
communication
with officials

Communicating with senior officials using cyber space

Having a close relationship with senior officials

Having intimate meetings with senior officials

Paying attention to
self-sacrifice

Paying attention to rescuers and saviors in relation to self-sacrificing voluntary service

The presence of senior officials next to rescuers in crisis

Appreciating the sacrifice of rescuers and saviors

Public awareness of
volunteer services

Increasing people’s awareness of the activities and goals of the Red Crescent Society

Reporting the actions taken by volunteers in the organization’s magazines

Sending reports and news continuously

Having a positive
expectation of
establishing
cooperation

The commitment of
officials

The implementation of reports sent by officials in the news and cyberspace

The implementation of approved organizational programs

Implementation of a number of approvals before the appointed time

Providing
opportunities for
continuous
growth

Employing rescue and volunteer forces

Creating recruitment points for volunteers in the organization

Use of rescuers and saviors for military service

Increasing job
security

Increasing job stability

Fixed income and a better life

Increasing the desire of rescuers and saviors to upgrade their job

Work
characteristics

The spirit of learning Organizational
Learning

Increasing the opportunity to take training courses

Creating a learning culture in the Red Crescent Society

The attention of the Red Crescent Society to team learning among rescuers and saviors

Individual learning Trying to learn the skills of rescuers and saviors

Sharing information and training among rescuers and saviors

The willingness of most rescuers and saviors is to learn qualitatively.

Learning new things during actions among rescuers and saviors

Job satisfaction of the
type of work

Mental health A sense of mental and emotional peace with the use of rescuers and saviors

Reducing emotional fatigue from rescue activities

The feeling of happiness and satisfaction when doing work in Red Crescent Society

Physical health Improving the physical performance of rescuers and saviors

Reducing physical discomfort

Improving the ability to perform physical activities

(Continued)
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between the population and volunteers in learning training
courses. Most rescuers expressed a new learning experience.

• The organizational learning cluster is related to creating train-
ing opportunities, fostering a learning culture, and paying
attention to the Red Crescent Society to promote team learning
among rescuers and volunteers. The volunteers mentioned that
their attitude towards learning has changed. One of the parti-
cipants said, “With the conditions that the Red Crescent Society
provided for us (aid workers), it has generated a lot of enthu-
siasm to take training courses. Because we all need specialized
training courses in rescue and first aid to advance our ranks. For
example, in the past, when a training course was held, many of
my friends did not participate, but now everyone is eager to
complete the training course.” (participant number 4).

• The individual learning cluster is related to skill development,
information sharing, and the desire to enhance the quality of
learning among rescuers. The volunteers mentioned that their
attitude toward learning has changed. Participant number
19 said, “One of the things that helps to elevate the level of
rescuers is completing training courses. Those of us who took
the self-sacrifice examwere evaluated based on our skills. That’s
why rescuers are motivated to enhance their skills both theor-
etically and practically.”

• Job satisfaction from the type of work is another class identi-
fied in this study, which consists of two clusters: mental health
and physical health. The concept of health encompasses both
physical and mental dimensions. Rescuers expressed their
experiences, mentioning improvements in their health condi-
tions. They expressed satisfaction, noting a decrease in mental
fatigue and improved physical well-being.

• Mental health is one of the clusters within the job satisfaction
class. This cluster pertains to the sense of mental and emotional
well-being, the reduction of emotional fatigue, and the experi-
ence of happiness. Participant number 5 said, “Since I joined the
RedCrescent Society, I have felt a sense of comfort and a decrease
in the stress of uncertainty about the future. I amnowhappy to be
engaged in my favorite work, and the fatigue associated with
being a rescue worker has dissipated from my body.”

• Physical health is another cluster within the job satisfaction
class related to the type of work. This cluster focuses on
improving physical performance, reducing physical issues,
and enhancing the ability to engage in physical activities. The
participants said, “What I am telling you represents the senti-
ments of all the rescuers. They state that since the Red Crescent
Society utilizes its own rescuers, it has boosted morale and
motivation, improved physical and mental capabilities, and
enabled us to perform our assigned tasks more effectively.”
(participants numbers 18 and 22).

Promotion of Organizational Culture

Another aspect discussed in this research is the promotion of
organizational culture, which is derived from four clusters: increas-
ing work justice, role transparency, evaluating organizational per-
formance, and transparency. Improving organizational culture
involves defining tasks, monitoring activities, equalizing work time,
and providing volunteers with access to rescue and rescue records.

• One of the clusters in this category is increasing labor justice.
This cluster aims to prevent discrimination, equalize working
hours, and hold problem-solvingmeetings. Participant number

Table 2. (Continued)

Theme Class Cluster Main codes

Organizational
credibility

Promotion of
organizational
culture

Increasing labor
justice

Lack of discrimination between volunteer rescuers and saviors and employees

Unification and specifying the working hours of rescuers and saviors

Holding more work meetings between volunteers and officials to discuss problems

Role transparency Systematization and integration of the activities of rescuers and saviors

Follow-up to determine the role and activities of rescuers and saviors.

Holding meetings related to the goals and duties of rescuers

We specialize in the activities of rescuers and saviors in providing services.

Evaluation of
appropriate
organizational
performance

Existing suitable methods to evaluate the performance of rescuers and saviors

General supervision of rescuers and saviors employed by senior management levels

Clarification Online access for rescuers and saviors to educational records, work, and payments

Online access of paramedics to work records

Online access to payments and salaries

Improvement of
transformational
management

The willingness to
transform the
organization

Hope and optimism for the current management

Improving the performance of the Red Crescent Society according to themeasures of senior
managers

Improving the implementation of the operation due to the use of rescuers and saviors

Having a positive
attitude towards
transformational
leadership

The good management style of the senior officials of the Red Crescent Society

Efforts for the success of the organization by senior managers

Helping and improving conditions for transformation by senior managers
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17 stated, “After the contract was implemented, the working
hours for both rescuers and volunteers became the same,
eliminating the distinction between employees and volunteers.”

• The transparency of roles is another cluster in the promotion of
organizational culture. This cluster involves systematizing
volunteers’ activities, specializing tasks, and conducting meet-
ings and follow-ups to define roles and activities. Participants
numbers 8 and 13 mentioned, “One positive aspect that has
been implemented is that all our activities are now based on our
expertise. In the past, as a road rescuer, I would also respond to
emergencies in the mountains or wherever there was a need for
immediate assistance.”

• Appropriate evaluation of organizational performance is
another cluster within the category of promoting organiza-
tional culture. This cluster focuses on having proper procedures
in place to evaluate and monitor the performance and activities
of volunteer rescuers and employees.

• Clarification is another cluster within the category of promot-
ing organizational culture. This cluster focuses on providing
online access for volunteer rescuers to educational and work
records, as well as information about pay and benefits. Partici-
pant number 14 stated, “By implementing an activity registra-
tion system, we are able to access information at any moment,
which can have a positive impact on the performance of our
colleagues.” Participant number 15 also mentioned, “Our cur-
rent activities are recorded in the systems, allowing officials to
review the rescue and operational activities of all rescuers.
Additionally, our salaries are based on the same amount of
activities.”

Improvement of Transformational Management

Another category is the enhancement of transformational manage-
ment, which consists of two clusters: willingness to transform the
organization and having a positive attitude towards transform-
ational leadership. The concept of this category is related to the
positive sentiment of rescuers and employees towards the popula-
tion and organizational managers who are striving to transform the
Red Crescent Society.

• The willingness to transform the organization is one of the
clusters within the category of transformation management
improvement. This cluster pertains to the hope and optimism
towards the current management, aiming to enhance the exe-
cution of operations and the quality of performance within the
Red Crescent Society through effective management measures.
Participant number 21 expressed, “When the organization
treats me equally and values me like other colleagues, it instills
a positive feeling in both me and my colleagues. In response to
this behavior, we put forth our maximum effort in fulfilling our
duties. We demonstrate this commitment, and it has even had
an impact on our families.”

• Having a positive attitude towards transformational leader-
ship is another cluster within this category. This cluster relates
to the effective management style of leaders, their dedicated
efforts for the success of the Red Crescent Society, and their
assistance in improving conditions for transformation. Partici-
pant number 2 commented on this matter, saying, “All the
discussions I see from managers on TV and other virtual
platforms revolve around improving the conditions of Red
Crescent volunteers. This is a positive indication of the volun-
teers’ well-being.”

Discussion

The purpose of this study was to explore the experiences of rescuers
and saviors in the Red Crescent Society of the Islamic Republic of
Iran and to understand the factors that influence their willingness
to continue their involvement. The phenomenological method was
used to conduct this research. The findings of the study were
categorized into three themes: perceived organizational support,
work characteristics, and organization credit. Within these themes,
seven categories were identified: attention to welfare matters, occu-
pational value, positive expectation of establishing cooperation
with the organization, learning spirit, job satisfaction from the type
of work, promotion of organizational culture, and improvement of
transformational management. These categories shed light on the
factors that influence the willingness of rescuers and volunteer
rescuers to continue their involvement in the Red Crescent Society
of the Islamic Republic of Iran.

Perceived organizational support was one of the themes
explored in this study. Organizational support is considered a
crucial component in enhancing the performance of any organiza-
tion. By providing support to its employees, an organization can
effectively work towards achieving its goals. Considering the sig-
nificance of this issue, the concept of perceived organizational
support holds great importance. If organizational managers solely
focus on the goals of the organization and implement their plans
without the support of their employees, they are likely to encounter
numerous challenges in achieving organizational success. There-
fore, it is crucial for employees to recognize that the organization
takes into consideration their individual and social needs. Perceived
organizational support refers to the employees’ perception and
belief that the organization values their involvement, health, and
overall well-being.10

The support that volunteer rescuers and rescuers feel is based on
their belief in howmuch the organization appreciates their cooper-
ation and cares about their well-being. In line with perceived
organizational support, according to the study conducted by Tale-
ghani et al. (2008), employees perceive certain activities of the
organization, such as salary and wage increases, promotions, and
training, as indications that the organization values their welfare
and provides support to them. To show appreciation for the organ-
ization, employees develop a positive attitude towards it, which in
turn increases their emotional commitment to the organization.
This high level of emotional commitment leads employees to have a
stronger inclination to stay in the organization because they feel a
sense of belonging and identify with it.11

In the results of this study, it was found that dimensions such as
attention to well-being and livelihood, consideration of individual
and social needs, communication with officials, feeling supported
by officials, and job security significantly influenced the renewed
desire of volunteers and rescuers to remain engaged with the
organization. These factors played a crucial role in their willingness
to continue their involvement. Previous studies have consistently
demonstrated that perceived organizational support is directly and
significantly related to job satisfaction and the quality of services
provided. These findings alignwith the results of a recent study.12,13

Work characteristics were another theme identified in this
study. They are conditions that have the potential to enhance
employee performance in the work environment, making them
particularly important for organizational leaders to prioritize. Vol-
unteer rescuers and rescuers also recognized this, and it can be
stated that organizations operating in the service sector, such as the
Red Crescent Society, prioritize human resources, their values, and
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motivations. Human resource management holds greater signifi-
cance in these organizations compared to others.14

One of the significant components highlighted in the partici-
pants’ comments was the increase in job satisfaction. Emotional
well-being, physical health, and overall satisfaction with the nature
of the work were identified as reasons for the desire to collaborate
with the organization again. Research has indicated that when
individuals have a genuine interest in their profession and demon-
strate commitment to their job and activities, they are less likely to
experience burnout.15,16 By re-engaging these individuals with the
organization and simultaneously enhancing the quality of the
organization’s work, their satisfaction with their roles can also be
achieved. This relationship has the potential to contribute to the
advancement of any organization.17

Credit organization was another theme identified in this study.
It encompasses the presence of trust and belief in the organization’s
ability to fulfill its obligations. In the service qualitymodel, Servqual
assesses quality across tangible dimensions such as assurance,
empathy, responsiveness, and reliability.18,19 It is a high-quality
organization that can foster a sense of trust among its customers. In
the recent study, new employees can be viewed as customers who
are collaborating with the organization once again. If the organiza-
tion can meet the expectations of these customers, it signifies
gaining credibility from them. Previous research has examined
managers’ decision-making in establishing trust and confirmed it
as a mediating variable in building trust and employee satisfac-
tion.20 In a recent study, trust in managers was identified as one of
the key components by the participants. When discussing credibil-
ity, factors such as reliability, believability, honesty, and attentive-
ness to people’s needs have been highlighted, which align with the
components identified in this study.19

The transparency of role is one of the components that several
participants mentioned. Research has indicated that ambiguity in
assigned tasks is one of the factors contributing to job burnout.21

Therefore, by implementing systems for task allocation and pro-
viding opportunities for employees to acquire additional skills and
knowledge, the stress caused by role ambiguity can be reduced.
This, in turn, can lead to a decrease in job burnout and an improve-
ment in performance and organizational quality22.

Paying attention to welfare affairs was identified as one of the
crucial factors in perceived organizational support, as well as in
increasing the willingness to recruit volunteer rescuers and
responders. According to organizational support theory, employ-
ees develop a general belief regarding the organization’s recogni-
tion of their public contributions and concern for their well-
being.23 Regarding welfare affairs, the research findings indicated
that having insurance coverage, receiving adequate salaries and
benefits, and fulfilling social needs were the most significant
factors in addressing welfare concerns for volunteer rescuers
and responders. These results align with the findings of Taleghani
et al.11.

This study demonstrated that occupational value was another
crucial factor in perceived organizational support and in enhancing
themotivation to retain volunteer rescuers and responders. Regard-
ing occupational values, the research findings indicated that attend-
ing to emotional needs, such as appreciation and support, fostering
open and comfortable communication with authorities, and rec-
ognizing self-sacrifice and public awareness of volunteer services,
were identified as the most significant job value factors for volun-
teer rescuers and responders. The results of this study were con-
sistent with the findings of Armandi et al.24, Nairi et al.25, and
Veinhardt et al.26.

Positive expectations, specifically optimism, regarding the
establishment of a stable cooperationwith the RedCrescent Society,
were also identified as significant factors in perceived organiza-
tional support and in enhancing the motivation to retain volunteer
rescuers and responders. Optimism is a construct that focuses on
the future27 and is associated with reduced attention to negative and
threatening information, while prioritizing positive information28.

The “scientific view” is a cognitive and motivational state that
enables people to direct and regulate their real attainable goals through
their behavior and the ability to create alternative ways to reach their
desired goals. When participants faced obstacles23 in relation to the
positive expectation of stabilizing cooperation with the organization,
the results of the research indicated that the commitment of officials,
providing opportunities and continuous growth, and increasing job
security were the most important factors of positive expectation for
stabilizing cooperation with the population for volunteer rescuers and
rescuers; the results of this this study are consistent with the results of
the study of Alizadeh et al. 29 and Motevali et al.30.

Paying attention to the spirit of learning was identified as one of
the significant factors in work characteristics that enhance the
motivation to retain volunteer rescuers and responders. In relation
to the factors associated with the spirit of learning, the research
findings indicated that creating opportunities for continuous learn-
ing, promoting dialogue and sharing of training within the organ-
ization, fostering a culture of learning, having the desire to enhance
training quality and skills, and encouraging cooperation and group
learning were identified as the most significant factors in fostering
the spirit of learning among volunteer rescuers and responders. The
findings of this study were consistent with the results of previous
studies conducted by Abbasqolizadeh et al.31, Ebrahimi et al.32, and
Jalalabadi et al.33.

In the present study, the participants identified job satisfaction
derived from the nature of the work as one of the significant factors
in work characteristics that enhance the willingness to re-engage
volunteer rescuers and responders. In relation to job satisfaction,
the research findings indicated that experiencing mental and emo-
tional peace, reducing emotional fatigue, feeling happiness,
improving physical performance and activities, and reducing phys-
ical problems were identified as the most significant factors of job
satisfaction among volunteer rescuers and responders. These
results are consistent with the findings of previous studies con-
ducted by Karami et al.14 and Damani et al.34.

The promotion of organizational culture was identified as
another influential factor in enhancing the willingness to reengage
volunteer rescuers and responders within the Islamic Republic of
Iran’s Red Crescent Society. Regarding the organizational culture,
the research findings indicated that improving work justice, role
transparency, performance evaluation, and clarification were iden-
tified as themost significant factors in enhancing the organizational
culture for volunteer rescuers and responders. The results of this
study were consistent with the findings of the studies conducted by
Kurdanaij et al.35 and Bazmi et al.36.

Another important factor in increasing the willingness to reen-
gage volunteer rescuers and responders is the improvement of
transformation management within the credit organization. In
relation to the improvement of transformation management, the
research findings indicated that the desire to transform the organ-
ization and having a positive attitude towards transformational
leadership were identified as the most significant factors for enhan-
cing transformation management among rescuers and volunteer
rescuers. These results were consistent with the findings of the
studies conducted by Ardalan et al.37 and Ramzan Nia et al.38.
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Conclusion

The overall purpose of the study was to explore and describe the
various dimensions of factors influencing the increased desire for
re-engagement among rescuers and volunteer rescuerswithin the Red
Crescent Society of the Islamic Republic. Therefore, factors such as
organizational support, perceived support, work characteristics, and
organizational credibility play a significant role in the desire to attract
and reengage volunteer rescuers and responders. These factors should
be given special attention and consideration. The findings of these
experiences can be utilized to identify the needs and facilitate the
recruitment and retention of competent volunteer human resources
within the Red Crescent Society of the Islamic Republic of Iran.
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