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Executive Summary    
To determine the best way for Fashion Revolution Turkey to implement a volunteer management 

lifecycle/journey/road map, Monty Puuar and Lauren Rekhson have created a project scope 

through research: “the project scope is centered on the question as to how can Fashion 

Revolution narrow-down the “best journey/road map for a new volunteer in the movement?” as 

they are planning to create one this year” (Northeastern University et al., 2022[c]; I. Cosdan, 

personal communication, May 31, 2022). In terms of the project scope, Irem stated in the initial 

Zoom meeting that Fashion Revolution Turkey doesn’t “have a volunteer journey map, which 

[they] feel is really necessary [for them and they are] planning to create one this year” (I. 

Cosdan, personal communication, May 31, 2022)” (as cited in Puaar, 2022a). Included in this 

research, is the cultural field in which the people related aspect included both (1) 

Irem/sponsor/recruiter (2) students within non-profit organizations across Turkey. Also, the 

research includes internal/external key stakeholders. The key internal stakeholders consist of (1) 

the sponsor/recruiter; (2) internal team leads; and (3) internal teams. Whereas the key external 

stakeholders consist of: (1) Students (University and High School) and (2) volunteers from the 

applicant population (Puaar, & Rekhson, 2022). The external stakeholders include high school 

and university students this is the group targeted in the research. For Fashion Revolution Turkey 

to create a larger talent pool of volunteers targeting, “students (high school and university); and 

other volunteers targeted by Fashion Revolution Turkey from the overall “applicant population” 

(excluding students) were selected because Fashion Revolution Turkey needs a constant supply 

of such contingent workers/volunteers in order to continue working on meetings its intended 

mission3 and vision4 for the non-profit/charity (Indeed Editorial Team, 2021c; Google, & 

Fashion Revolution Foundation, n.d.; Fashion Revolution Foundation, n.d.b). This will allow 

Fashion Revolution the opportunity to recruit more volunteers within a larger and more 

diversified population.   

 

Other pertinent research includes a needs and gap analysis including the employee value 

proposition (EVP) analysis, double diamond strategy model, and PESTEL analysis. These 

frameworks helped establish the needs and gaps that exist with volunteers. Other research 

included a Gaps and Solutions section including, human, operational, and financial gaps 

(Abramson, & Moran, 2018, p. 344). Moreover, the main finding as it pertains to Turkey’s 

volunteerism issue is that there does not appear to be a structured HR process in place at Fashion 

Revolution Turkey. In order to close such gaps, the information gaps that must be addressed are 

(1) the lack of information on how to apply for roles using the non-profit/charity’s social media 

channels; (2) need for the sponsor/recruiter to rewrite the volunteer section on the general 

website as it pushes audience members away and (3) clear job descriptions that explicitly states 

the duties to be performed by volunteers. 

 

Whereas, the overall recommendations are (a) a proposed volunteer road/journey map; (b) to 

address information gaps; and (c) to invest resources (i.e. human and time) in other 

recruitment channels. Moreover, the volunteer road/journey map (also called the “volunteer 

management lifecycle”) includes the following processes: (1) “planning stage;” (2) 

“recruitment;” (3) “selection” (I.e. “screening to assess capability”); (4) “placement in the 

suitable role;” (5) orientation and onboarding; (6) “training;” (7) “motivating;” (8) “supporting;” 

(9) "recognising;” (10) “assessing the performance;” and (11) “rewarding” (Tiltay, & Islek, 

2019, p. 198; Northeastern University et al., 2022; Puaar, & Rekhson, 2022). Moreover, the 

https://northeastern.instructure.com/courses/108807/assignments/syllabus
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volunteer management lifecycle dissects each aspect of the recruiting process and the HR 

processes needed to achieve the volunteerism problem. This is because at status quo, Fashion 

Revolution does not have a best journey/road map for a new volunteer in the movement. As a 

result, the proposed structure for the volunteer road/journey map (also called the “volunteer 

management lifecycle”) will be helpful to Fashion Revolution Turkey as it will provide a 

guideline on what needs to be included in the roadmap (Tiltay, & Islek, 2019, p. 198). The 

processes stated in Exhibit 12 can be used to  provide guidance on what needs to be done as far 

as the overall roadmap is concerned. On the other hand, a way to incentivise volunteers to stay is 

the certificate of completion. This is one way in which the non-profit/charity can create programs 

to begin thinking of different ways to retain talent/volunteers for more than a few days as it 

would serve to incentivise some volunteers in a manner similar to a point system to meet the 

required volunteer hours plus ability demonstration requirement to earn such certificates. Once 

the volunteer has met the skill blocks as stated in the “assessing the performance,” the 

sponsor/recruiter can offer the respective volunteer with a PDF version of the certificate (Tiltay, 

& Islek, 2019, p. 198). Lastly, it’s important to provide prospective volunteers who wish to 

undergo the training program with a PDF of the skill blocks to better promote transparency, and 

open communication between Fashion Revolution Turkey and volunteers, while providing clear 

communication to volunteers how they will be assessed for the training/certificate program.    
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“Overview of Project Strategy” (Northeastern University et al., 

2022a). 
As stated in the syllabus, the project strategy for the “cultural consulting project” entails 

answering the question as to “what is the best journey/road map for a new volunteer in the 

movement?;” given the fact that (1) the sponsor/recruiter felt that it’s “really necessary” for 

Fashion Revolution Turkey to “create one this year;” (2) the non-profit/charity only has an 

informal processes in place as far as the processes taken in the completely arbitrary/unplanned 

volunteer lifecycle/journey map and (3) it ties back to the project scope and cultural field (I. 

Cosdan, personal communication, May 31, 2022; Northeastern University et al., 2022c). As 

shown in Exhibit 1, the downside of the lack of explicitly stated volunteer road/journey map is 

that the national culture in Turkey has a relatively high degree of “uncertainty avoidance;” with 

the need of the people from such national cultures being on “a need for rules, formalization, and 

structure” (Abramson, & Moran, 2018, p. 387). In terms of strategy creation, the proposed 

strategy is the identification of the best way to go about structuring the volunteer road/journey 

map must ultimately align with the mission,1 and vision2 of the non-profit/charity (Northeastern 

University et al., 2022b, p. 1; Northeastern University et al., 2022c). The volunteer road/journey 

map (also called “volunteer management lifecycle”) (Tiltay, & Islek, 2019, p. 198). In terms of 

the “project strategy” creation stage pertaining to the volunteer road/journey map/ “volunteer 

management lifecycle,” it includes the following steps: (1) “planning stage;” (2) “recruitment;” 

(3) selection (I.e. “screening to assess capability”); (4) “placement in the suitable role;” (5) 

orientation and onboarding; (6) “training;” (7) “motivating;” (8) “supporting;” (9) "recognising;” 

(10) “assessing the performance;” and (11) “rewarding” (Tiltay, & Islek, 2019, p. 198; 

Northeastern University et al., 2022; Puaar, & Rekhson, 2022). 

 

Project Scope 

As stated in the stakeholder analysis, “the project scope is centered on the question as to how 

can Fashion Revolution narrow-down the “best journey/road map for a new volunteer in the 

movement?” as they are planning to create one this year” (Northeastern University et al., 

2022[c]; I. Cosdan, personal communication, May 31, 2022). In terms of the project scope, Irem 

stated in the initial Zoom meeting that Fashion Revolution Turkey doesn’t “have a volunteer 

journey map, which [they] feel is really necessary [for them and they are] planning to create one 

this year” (I. Cosdan, personal communication, May 31, 2022)” (as cited in Puaar, 2022a). 

Cultural Field 

As previously stated in the “cultural strategy research analysis;” “the cultural field is recruiters 

(HR function) plus a preference for students within non-profit organizations across Turkey (i.e. 

national level)” (Puaar, 2022b). 

 
1 Fashion Revolution Turkey’s mission is “through advocacy education, partnerships and events, we aim to 

transform the textile production and consumption in Turkey and improve the environmental and social impacts of 

the industry” (Northeastern University et al., 2022b, p. 1). 
2 “A sustainable fashion ecosystem in Turkey that values planet and people over growth and profit” (Northeastern 

University et al., 2022b p. 1).  

https://northeastern.instructure.com/courses/108807/assignments/syllabus
https://northeastern.instructure.com/courses/108807/assignments/syllabus
https://northeastern.instructure.com/courses/108807/assignments/syllabus
https://northeastern.instructure.com/courses/108807/assignments/syllabus
https://northeastern.instructure.com/courses/108807/assignments/syllabus
https://northeastern.instructure.com/courses/108807/assignments/syllabus
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“Key Stakeholder Analysis” (Northeastern University et al., 2022a). 
As stated in the teams comprehensive stakeholder analysis (Exhibit 2), Fashion Revolution 

Turkey has 15 stakeholders (internal and external) of which 5 are internal and 10 are external 

(Puaar, & Rekhson, 2022; Puaar, 2022a; Rekhson, 2022b). However, considering that the project 

scope is centered around the volunteer road/journey map and the cultural field is on recruiters 

plus community members (preference for students), both were included (Puaar, 2022b). 

Whereas, the key internal stakeholders are: (1) the sponsor/recruiter; (2) internal team leads; and 

(3) internal teams. Whereas, the key external stakeholders are (1) Students (University and High 

School) and (2) volunteers from the applicant population (Puaar, & Rekhson, 2022).  

 

The external stakeholders include high school and university students this is the group targeted 

in the research. For Fashion Revolution Turkey to create a larger talent pool of volunteers 

targeting, “students (high school and university); and other volunteers targeted by Fashion 

Revolution Turkey from the overall “applicant population” (excluding students) were selected 

because Fashion Revolution Turkey needs a constant supply of such contingent 

workers/volunteers in order to continue working on meetings its intended mission3 and vision4 

for the non-profit/charity (Indeed Editorial Team, 2021c; Google, & Fashion Revolution 

Foundation, n.d.; Fashion Revolution Foundation, n.d.b). This will allow Fashion Revolution 

the opportunity to recruit more volunteers within a larger and more diversified population. The 

stakeholders were grouped in accordance to level of participation as well as how they will 

impact the project scope. As stated in the stakeholder analysis, “the project scope is centered on 

the question as to how can Fashion Revolution narrow-down the “best journey/road map for a 

new volunteer in the movement?” as they are planning to create one this year” (Northeastern 

University et al., 2022[c]; I. Cosdan, personal communication, May 31, 2022). The research 

conducted will enable Irem the Country Coordinator of Turkey, to utilize such research in order 

to target volunteers, and through the journey/road map in which such targeted key stakeholders 

have been identified, they will have a vested interest in the non-profit/charity. Such research 

helped map out the stakeholder’s importance and impact on the project and the proposed 

solutions and recommendations. As in this case, “the five key stakeholders selected “based on 

the scope of the project” includes three internal stakeholders and two external stakeholders; but 

there are two conditional external stakeholders that could be impacted by the project scope as 

highlighted below: 

1. “Organizational Stakeholders” (Internal): (1) Irem (I.e. sponsor/“country 

coordinator”/recruiter; “(2) internal team leads; and (3) internal teams (broad scope) (I. 

Cosdan, personal communication, May 31, 2022)” (as cited in Puaar, 2022a; Carpenter, 

& Sanders, 2007, p. 48). 

2. “Product-market stakeholders:” (External): “(1) students (high school and university); 

and (2) other volunteers targeted by Fashion Revolution Turkey from the overall 

“applicant population” (excluding students) (Indeed Editorial Team, 2021c)” (as cited in 

Puaar, 2022a; Carpenter, & Sanders, 2007, p. 48). 

When determining the responsibilities of all stakeholders, research indicates the importance of a 

structured and organized recruitment process consisting of a “volunteer management lifecycle” 

(Tiltay, & Islek, 2019, p. 198) which, includes the following processes: (1) “planning stage;” (2) 

“recruitment;” (3) “selection” (I.e. “screening to assess capability”); (4) “placement in the 

suitable role;” (5) orientation and onboarding; (6) “training;” (7) “motivating;” (8) “supporting;” 

https://1drv.ms/x/s!AtnY_J6GqUOlgWylTLen1HLNBttE?e=E4BQUA
https://1drv.ms/x/s!AtnY_J6GqUOlgWylTLen1HLNBttE?e=E4BQUA
https://northeastern.instructure.com/courses/108807/assignments/syllabus
https://northeastern.instructure.com/courses/108807/assignments/syllabus
https://northeastern.zoom.us/rec/play/KaW9C_0bK-H2d2xIePsf8FylTxbvr6CQ7_TcvD2jfN_0FCCmbtc7kwLVjWgUOKlVeHaMUv6U1Rj1zDV1.VCdqzac9GRCuhibe
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(9) "recognising;” (10) “assessing the performance;” and (11) “rewarding” (Tiltay, & Islek, 

2019, p. 198; Northeastern University et al., 2022; Puaar, & Rekhson, 2022).  

Nevertheless, a comprehensive list of all of the internal and external stakeholders can be found in 

Exhibit 2 (Puaar, & Rekhson, 2022; Puaar, 2022a; Rekhson, 2022b). 

Why Stakeholders Were Selected 

Internal Stakeholders 

Considering that the cultural field included (1) Irem/sponsor/recruiter (I.e. “definitive 

stakeholder”) and (2) community members (I.e. preference for students); both were included in 

the stakeholder analysis (Exhibit 2) (Mitchell et al., 1997, p. 874; Puaar, 2022a; Rekhson, 2022b; 

Puaar, & Rekhson, 2022). On the other hand, the existing team leads, and team members were 

included because the sponsor who is a volunteer herself, includes other “organizational 

stakeholders” within the decision-making process for the non-profit/charity as far as the “local 

goals” for the “country office” are concerned (I. Cosdan, personal communication, May 31, 

2022; Carpenter, & Sanders, 2007, p. 48). This is because of the “adhocratic/innovative 

organizational culture in place” plus Fashion Revolution Turkey’s long-term goal associated 

with transparency; even if they would each be classified as a "discretionary stakeholder" (I.e. 

legitimacy stems from Turkey’s collectivistic/groupism-based culture) (Puaar, 2022a; Mitchell et 

al., 1997, p. 869-874; Hofstede Insights, 2022; Northeastern University et al., 2022b, p. 2; 

Cameron, & Quinn, 2011). Nevertheless, the cultural attributes of each stakeholder are included 

within the teams attached completed stakeholder analysis (Exhibit 2) (Puaar, & Rekhson, 2022; 

Puaar, 2022a; Rekhson, 2022b). 

External Stakeholders 

“In terms of the external stakeholders (i.e. “product-market stakeholders”), students (high 

school and university); and other volunteers targeted by Fashion Revolution Turkey from the 

overall “applicant population” (excluding students) were selected because Fashion Revolution 

Turkey needs a constant supply of such contingent workers/volunteers in order to continue 

working on meetings its intended mission3 and vision4 for the non-profit/charity (Indeed 

Editorial Team, 2021c; Google, & Fashion Revolution Foundation, n.d.; Fashion Revolution 

Foundation, n.d.b). Moreover, given that Fashion Revolution Turkey’s volunteer breakdown 

equates to 50% students and 50% others from the industry and others from the overall 

“applicant population,” it means that these are the volunteers who will directly go through the 

processes outlined within the volunteer road/journey map (i.e. project scope) that’s 

recommended to the non-profit/charity (I. Cosdan, personal communication, May 31, 2022; 

Indeed Editorial Team, 2021c)” (as cited in Puaar, 2022a). Nevertheless, the cultural attributes 

of each stakeholder are included within the teams fully completed stakeholder analysis (Exhibit 

2) (Puaar, & Rekhson, 2022; Puaar, 2022a; Rekhson, 2022b).  

 
3 Mission is “to spread awareness of sustainable fashion/textile by sharing knowledge and experience, [and] to 

improve the environmental and social impacts of the sector by transforming [the industry’s] production and 

consumption patterns” (Google, & Fashion Revolution Foundation, n.d.). 
4 Vision for the future entails “a global fashion industry that conserves and restores the environment and values 

people over growth and profit” (Fashion Revolution Foundation, n.d.b). 

https://1drv.ms/x/s!AtnY_J6GqUOlgWylTLen1HLNBttE?e=E4BQUA
https://1drv.ms/x/s!AtnY_J6GqUOlgWylTLen1HLNBttE?e=E4BQUA
https://1drv.ms/x/s!AtnY_J6GqUOlgWylTLen1HLNBttE?e=E4BQUA
https://1drv.ms/x/s!AtnY_J6GqUOlgWylTLen1HLNBttE?e=E4BQUA
https://1drv.ms/x/s!AtnY_J6GqUOlgWylTLen1HLNBttE?e=E4BQUA
https://1drv.ms/x/s!AtnY_J6GqUOlgWylTLen1HLNBttE?e=E4BQUA
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“Needs and Gap Analysis” (Northeastern University et al., 2022a). 

Employee Value Proposition (EVP) Analysis 

In HR, an EVP analysis is a common analysis that is used to examine the value that 

organizational members receive from an organization, which tends to be a crucial means of 

retaining talent. Moreover, an EVP analysis consists of 5 sections those being: (1) 

compensation/rewards; (2) benefits; (3) career or professional development; (4) work 

environment; and (5) culture (TalentLyft, 2022; Jouany, 2022; Betterteam, 2022). 

As shown through Exhibit 3, at status quo, there is no EVP offered to volunteers, as such, there 

are gaps in all five areas of the EVP analysis. In terms of the project strategy and scope (I.e. 

volunteer roadmap), this could impact the effectiveness of the proposed recruitment channels as 

employed in Exhibit 1, especially since in terms of the gap, “the only real value that volunteers 

receive from volunteering at Fashion Revolution Turkey is the ability to add short-term 

experience onto their resume, as there's no other real value/incentives/"rewards" offered to 

volunteers in terms of the non-profit/charity's attractiveness (TalentLyft, 2022; Jouany, 2022; 

Betterteam, 2022; Boz & Palaz, 2007, p. 648-645)” (as cited in Puaar, & Rekhson, 2022). 

Moreover, this gap can be seen through (i) volunteers typically only staying for a few days (I.e. 

excessive turnover); and (ii) really low engagement rate at status quo of Instagram at “2.49%” 

with the non-profit's “3,028” followers (I. Cosdan, personal communication, May 31, 2022; 

HypeAuditor, n.d.; Instagram from Meta, 2022). On the other hand, in order to engage volunteers 

fashion Revolution should focus on the internal components needed to succession volunteers 

long term. Since fashion revolution is a non-profit charity and pay is not an option. The benefits 

and incentives can be for volunteers to earn a certification of completion for donating their time. 

This will increase volunteer satisfaction and create more volunteer retention for fashion 

Revolution turkey. This can be applied to the social exchange theory and the expectancy theory 

as volunteers will be motivated and will receive a certification of completion. 

Proposed Solution 

At status quo, the key proposed solution is to provide professional development opportunities 

such as a completely optional Certificate of Completion-based benefit/incentive that also serves 

as a training/development plus retention-based program for volunteers (student or applicant 

population) within the overall volunteer roadmap. Because Turkey’s national culture values 

“collectivism”/groupism, the training of volunteers can include “group-training sessions... 

delivered in a lecture-style format,” while ensuring that trainees/student volunteers (i.e. cultural 

field) don’t face the “fear of losing face in front of the group” which can stem from “role 

playing” related training methods (Aperian Global, 2022c; Northeastern University et al., 2022a; 

Hofstede Insights, 2022). However, the training of new volunteers via training obtained through 

the trainer (I.e. sponsor/Irem/recruiter) will only be successful if the sponsor receives some form 

of training or guidance on how to create the volunteer road/journey map (I.e. project scope). In 

terms of “real world evidence,” “train-the-trainer5" appears to be a viable means of developing 

leaders in general within Turkey, as shown through its use by two Turkish organizations those 

 
5 Train-the-trainer refers to “training programs that teach subject-matter experts how to design and deliver training 

programs” (Saks, & Haccoun, 2016, p. 272). 

https://hypeauditor.com/instagram/fash_rev_turkey/
https://www.instagram.com/fash_rev_turkey/?hl=en
https://globesmart.aperianglobal.com/culture-guides/tr/training-and-coaching
https://globesmart.aperianglobal.com/culture-guides/tr/training-and-coaching
https://globesmart.aperianglobal.com/culture-guides/tr/training-and-coaching
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being “Green Crescent” and “Genç Gönüllüler Derneği” (Green Crescent, 2020; Genç 

Gönüllüler Derneği, 2016; Saks, & Haccoun, 2016, p. 272).  

Nevertheless, the solutions are as follows: 

1. Compensation: N/A volunteer positions are unpaid  

2. Benefits: Incentivize Earn a certificate of completion as a reward for volunteers. 

3. Career/Professional Development: Advertise different benefits offered to students' 

English proficiency. 

4. Work Environment: Transparency to promote engagement and satisfaction.  

5. Cultures: Seek talent through formal processes such as social media metrics to track 

social media engagement metrics plus HR metrics as a means of testing the existing 

recruitment channels in place (i.e., website, Instagram, and Facebook) (Fashion 

Revolution n.d; Instagram from Meta, 2022; Meta, 2022). HR metrics can be simple such 

as the use of a sourcing and channel effectiveness metric. 

 

“Double Diamond Strategy Model” (Abramson, & Moran, 2018, p. 335). 

As mentioned in the Needs and Gap Analysis Storyboard, “a serious issue is the lack of a 

strategy in terms of how the non-profit goes about the strategy creation and execution processes 

given the general lack of processes in the volunteer management cycle (Abramson, & Moran, 

2018, p. 335; Tiltay, & Islek, 2019, p. 198)” (as cited in Puaar, & Rekhson, 2022). The double 

diamond model provides an internal and external analysis as far as the project scope (volunteer 

journey/road map) is concerned. The key internal factors that must be considered as far as the 

volunteer road/journey map are the mission, vision, transnational strategy, and the resources; 

whereas some of the key external factors that could impact the different recruitment channels to 

increase the flow of student volunteers as part of the volunteer road map were stated in the 

environmental segment.  

Gaps and Solutions 

As shown in Exhibit 7, the key gaps consist of (i) the need to focus on the people aspect of the 

vision (I.e. vision); (ii) consider using additional recruitment channels (I.e. technological 

environment); (iii) needs a clear volunteer road/journey map-related strategy (I.e. strategy); (iv) 

need a clear system/procedure for the volunteer roadmap (I.e. organization); (v) leadership and 

(vi) resources (Northeastern University et al., 2022b, p. 1; Abramson, & Moran, 2018, p. 335). 

Whereas, the proposed solutions as stated in Exhibit 7 are (i) develop people by employing skill 

block-based training program (I.e. vision); (ii) use additional recruitment channels (I.e. 

technological environment); (iii) recruitment channels can be improved through measurement, 

increase in channels and clear communication on how volunteers such as students can apply (I.e. 

technological environment); (iv) needs clear processes for the overall volunteer road/journey 

map (I.e. organization); (v) increase recruitment channels (I.e. leadership); and the need for a list 

of resources as outlined in Exhibit 7.  

https://www.yesilay.org.tr/en/member-and-volunteer-actions/what-is-volunteering
https://gencgonulluler.org.tr/english/
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PESTEL  

As shown through the PESTEL analysis (I.e. political), it's possible that one of the reasons as to 

why Fashion Revolution Turkey struggles to find male volunteers is because of mandatory 

military conscription of male citizens between the ages of “20 - 41 years” old by the Turkish 

government, which means that the vast majority of persons from the overall applicant population 

are likely to be females (Burak Sansal, 1990-2021; Government of Netherlands, n.d.). This 

mandatory conscription of men into the Turkish military by the Turkish government can 

significantly decrease the supply of available male volunteers at Fashion Revolution Turkey; as 

is the case at status quo, whereby the non-profit/charity is primary female dominated. This is 

especially true since “Turkey has a male-dominated culture... [and] society generally believes 

that biological sex should determine the roles of members in homes, business organizations, and 

communities;” hence, it may extend to national views on military service being a typical male-

oriented gender role (Gannon, & Pillai, 2016, p. 341).  

On the other hand, as far as the technological environment is concerned, there are a high number 

of available plus “untapped recruitment channels... left unused by the non-profit/charity (I.e., job 

boards, University recruitment, LinkedIn and etc.) (Moore, 2017; Aperian Global, 2022i; 

LinkedIn Corporation, 2022)” (as cited in Puaar, & Rekhson, 2022). Moreover, in terms of 

legality, given the fact that Turkey’s “Labour Code and labour law principles do not define 

specific categories of workers” it becomes crucial for the sponsor to verify with the lawyer with 

regards to how volunteers would be classified as it could affect pre-due diligence factors within 

the “planning stage” of the Volunteer journey/road map as stated in the recommendations 

section below (Ucer, Ergin, & Herguner Bilgen Ozeke Atttorney Partnership, 2022; Tiltay, & 

Islek, 2019, p. 198). 

Other than the political factor, key technological and legal gaps stated above, the other gaps as 

shown through Exhibit 7 include: (i) the need to post jobs online in a formal/structured format; 

and (ii) a need to train volunteers who join any internal team or become a team lead such on 

social media content team to be properly trained. Whereas, the proposed solutions as stated in 

Exhibit 7 are (i) list incentives on job advertisements/recruitment channels and (ii) the 

sponsor/recruiter is to provide Team members and team leads with training. 

Key issues Impacting Volunteerism 

Based on the research (Exhibit 5), we identified three key issues that’s impacting volunteerism 

such as (1) mandatory Military conscription for men; hyperinflation/economic crisis and Jobs 

need to posted in a formal/structured format plus volunteers need to be properly trained for 

internal team lead volunteer positions. The military conscription and economic factors as 

outlined within the PESTEL analysis are outside of Fashion Revolution Turkey’s control, 

however, in terms of the technological gap, the key solutions that could be leveraged in addition 

to the proposed solutions above entail adding additional/untapped recruitment channels to the 

existing recruitment channels in palace (i.e. website, Instagram and Facebook).   

https://www.allaboutturkey.com/army.html
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“Gap Analysis Protocol" (Abramson, & Moran, 2018, p. 344). 

As shown in Exhibit 6, the key gaps that impact the volunteer road/journey map are related to 

three key dimensions those being: (1) human; (2) operational and (3) financial (Abramson, & 

Moran, 2018, p. 344). 

Gaps and Solutions 

Human (Abramson, & Moran, 2018, p. 344). 

As shown through Exhibits 4 plus 7, the key gaps consists of (1) human; (2) operational and (3) 

financial gaps (Abramson, & Moran, 2018, p. 344). At status quo, the human gaps consists of (i) 

the need for manpower due to the high turnover; (ii) information gaps on how to apply for 

volunteer opportunities through the non-profit's existing recruitment channels; (iii) lack of 

training which may contribute to the excessive edits on her content teams posts; (iv) lack of HR 

processes; (v) and Turkeys collectivist culture that leads to conflicts to be avoided (I. Cosdan, 

personal communication, May 31, 2022). Whereas, the proposed solutions are (i) to have clear 

and explicit communication of how volunteers can apply for openings through social media plus 

the website; (ii) create job description for volunteer roles; (iii) create 

benefit/incentive/motivation related programs such as a certificate of completion; and (iv) 

increase the quantity of recruitment channels. 

Operational (Abramson, & Moran, 2018, p. 344). 

As shown in Exhibit 7, the key operational gaps consist of (i) information gap pertaining to the 

job descriptions for volunteer roles; (ii) retention issues; (iii) lots of time wasted on ineffective 

recruitment channels (iv) lack of onboarding and training programs for student volunteers; (v) 

lack of information about the available volunteer opportunities as they are not posted anywhere; 

(vi) retention issues; and (vii) ineffective recruitment channels (as stated earlier). Whereas, the 

proposed solutions as stated in Exhibit 7 are (i) “shift the language” (see Exhibit 16 for similar 

findings) (ii) focus on building a relationship with volunteers, such as starting by showing 

appreciation plus gratitude (i.e. recognition); (iii) understand the importance of socio-economic 

status (may require in-person advertisement of opportunities such as at a university/college and 

advertise the job openings; and (iv) partner with universities (as cited in Rekhson, 2022b). 

Financial (Abramson, & Moran, 2018, p. 344). 

As shown in Exhibit 7, the key financial gaps consist of (i) lack of incentives offered to student 

volunteers; (ii) budget constraints that are assumed to stem from Fashion Revolution Turkey 

being a non-profit/charity; and (iii) needed motivational incentives for volunteers. Whereas, the 

proposed solution is to create a cost-effective motivational program to incentivise volunteers to 

either join or stay longer should their focus be on career advancement or altruistic reasons. Both 

of which will require clear advertising on the existing and any new recruitment channels created 

by Fashion Revolution Turkey as part of the proposed volunteer road/journey map strategy. 

Human and Resource Gap (Time and Manpower): Instagram 

The engagement rate is a social media metric which shows the general “level of 

engagement”/interaction that occurs between Instagram followers and Fashion Revolution 

Turkey in General per Instagram post (CFI Education Inc, 2022). Considering the fact that 

Instagram is the preferred recruitment channels, this is concerning because it means that only 
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around 2.5% of audience members actually interact with the non-profit in any way, whether it be 

through comments or messages (HypeAuditor, n.d.). What's also concerning is the fact that 87% 

of audience Members' interests lie in areas not related to fashion or volunteering, which could 

add to the recruitment struggles faced as volunteering is not a high priority for the vast majority 

of audience members (HypeAuditor, n.d.). 

As a result, one of the solutions we propose is for Fashion Revolution Turkey to possibly 

consider posting content that not only engages audience members, but actively and explicitly 

invites them to send the non-profit a direct message via Instagram to inquire about volunteering-

based openings. Even though Instagram is really popular in Instagram, it's important to note that 

the vast majority of audience members interests lie elsewhere; hence, its crucial to consider using 

other recruitment channels which tend to be relatively popular in Turkey as highlighted in the 

recommendations below. 

“Recommendations” (Northeastern University et al., 2022a). 

1. Volunteer Road/Journey Map 

In terms of strategy creation, the proposed strategy entails identifying as to what is the best way 

to go about structuring the volunteer road/journey map must ultimately align with the mission,6  

and vision7 of the non-profit/charity (Northeastern University et al., 2022c). As stated earlier plus 

in Exhibit 1, the proposed volunteer road/journey map/ “volunteer management lifecycle,” 

includes the following processes: (1) “planning stage;” (2) “recruitment;” (3) selection (I.e. 

“screening to assess capability”); (4) “placement in the suitable role;” (5) orientation and 

onboarding; (6) “training;” (7) “motivating;” (8) “supporting;” (9) "recognising;” (10) 

“assessing the performance;” and (11) “rewarding” (Tiltay, & Islek, 2019, p. 198; Northeastern 

University et al., 2022; Puaar, & Rekhson, 2022). 

“Planning Stage” (Tiltay, & Islek, 2019, p. 198). 

Need for Job Descriptions  

As shown in Fashion Revolution Turkey’s organizational structure, it contains three core job 

families (1) relationship (I.e. industry, creative and academia); (2) communication (I.e. 

knowledge, community, and social media) and (3) strategy and policy (I.e. strategy and policy); 

each one lacks a clear job description, succession plan and etc. (Northeastern University et al., 

2022b). Moreover, they lack the knowledge, skills, and ability’s (KSA’s) which would have been 

stated within the job specifications and job description aspects of a job analysis. The downside of 

this is that it adds to the information gap for student (high school and university) volunteers and 

general volunteers from the applicant population and because in turkey; the national culture 

tends to favor “a need for rules, formulization, and structure,” this lack of information sharing 

 
6 Fashion Revolution Turkey’s mission is “through advocacy, education, partnerships and events, we aim to 

transform the textile production and consumption in Turkey and improve the environmental and social impacts of 

the industry” (Northeastern University et al., 2022b, p. 1). 
7 “A sustainable fashion ecosystem in Turkey that values planet and people over growth and profit” (Northeastern 

University et al., 2022b p. 1).  

https://northeastern.instructure.com/courses/108807/pages/supporting-materials-readings-and-videos?module_item_id=7360969
https://northeastern.instructure.com/courses/108807/pages/supporting-materials-readings-and-videos?module_item_id=7360969
https://northeastern.instructure.com/courses/108807/pages/supporting-materials-readings-and-videos?module_item_id=7360969
https://northeastern.instructure.com/courses/108807/pages/supporting-materials-readings-and-videos?module_item_id=7360969


Cultural Consulting Project Report   Puaar and Rekhson 9 

can cause information asymmetry on the part of volunteers as they will not have any idea of what 

volunteer roles entail as a whole  (Abramson, & Moran, 2018, p. 387).  

Moreover, once Fashion Revolution Turkey develops job descriptions, it's important to ensure 

that they contain the KSA’s plus the tasks, responsibilities, and qualifications as required of each 

position. 

Pre-Due Diligence and Legality 

In Turkey, the “Labour Code and labour law principles do not define specific categories of 

workers. However, employment contracts” (regardless of written or verbal) are classified into 

categories which includes “fixed term” contracts, “full-time and part-time" organizational 

members and etc. (Ucer, Ergin, & Herguner Bilgen Ozeke Attorney Partnership, 2022). This is 

troubling because the Turkish government does not formally define contingent workers such as 

volunteers; so, from an HR standpoint, it’s likely that it would be based on fixed term 

employment agreements.  

As a result, it’s important for Irem who is the sponsor/ “Country Coordinator”/recruiter to verify 

with the volunteer “lawyer” at Fashion Revolution Turkey as to whether or not their volunteers 

need to be insured or given fixed term employment agreements, before a volunteer road/journey 

map is ultimately implemented sometime “this year” by the sponsor, as it may need to be put on 

hold due to the need for pre-due diligence by the sponsor (I. Cosdan, personal communication, 

May 31, 2022). As the leader, when the sponsor contacts the lawyer, volunteer member, it’s 

important to really listen, be honest with the “facts” of how volunteering works for the non-

profit/charity and to really inquire about the potential “cause/effect explanations” given that the 

generalized Jungian communication style for Turkey is Extroverted Sensing (SE) (I.e. “cross-

cultural concept”) (Abramson, & Moran, 2018, p. 379; Northeastern University et al., 2022a). 

This is because in Turkey, the government has rules in place for “volunteer management” and 

failing to comply with such laws that require organizational members to be insured domestically 

can lead to fines. In terms of “real world evidence,” a post by ebrary states that in 2013, “an 

organization with public benefit status was fined by the Ministry of Labor and Social Security 

because it ruled that some of the organization’s volunteers were “uninsured employees,” 

[whereas, ]… the Association for the Support of Contemporary Living (CYDD) experienced a 

similar problem when it had to pay a fine because the Social Security Institution considered its 

volunteers as illegal workers” (ebrary.net, 2014-2022). In Turkey, given that Fashion Revolution 

Turkey is made up of volunteers, this can be problematic as “if someone who is a volunteer but 

not member of the organization answers the phone, this person is considered an illegal worker" 

(ebrary.net, 2014-2022). 

“Recruitment” (Tiltay, & Islek, 2019, p. 198). 

To Increase the Quantity of Recruitment Channels 

In terms of recruitment channels, we propose that Fashion Revolution Turkey promote their 

volunteer opportunities on Fashion Revolution Turkey’s Website; Instagram; Facebook; Twitter; 

“Referrals”/Word-of-Mouth; college/university job boards or “career days;” online Job Boards 

such as “such as www.monster.com.tr,” LinkedIn; and etc. (Aperian Global, 2022a). Such 

volunteer postings must not contain any information that may have an adverse impact on 

https://ebrary.net/31940/sociology/problems_strategies_volunteering_turkey
https://ebrary.net/31940/sociology/problems_strategies_volunteering_turkey
https://ebrary.net/31940/sociology/problems_strategies_volunteering_turkey
https://ebrary.net/31940/sociology/problems_strategies_volunteering_turkey
https://ebrary.net/31940/sociology/problems_strategies_volunteering_turkey
https://ebrary.net/31940/sociology/problems_strategies_volunteering_turkey
https://ebrary.net/31940/sociology/problems_strategies_volunteering_turkey
https://ebrary.net/31940/sociology/problems_strategies_volunteering_turkey
https://globesmart.aperianglobal.com/culture-guides/tr/recruiting-and-hiring
http://www.monster.com.tr/
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potential applicants from the overall applicant population that are seeking available volunteer 

opportunities at Fashion Revolution Turkey. Also, as clarified in Exhibits 7 and 8, its critical for 

Fashion Revolution Turkey to address the information gaps//barriers caused by its general 

website and social media-based recruitment channels (I.e. Instagram and Facebook) (I. Cosdan, 

personal communication, May 31, 2022; Instagram from Meta, 2022; Meta, 2022; Fashion 

Revolution Foundation, n.d.). 

Must Measure and Monitor the Performance of Each Recruitment Channel 

Whereas, it’s important for Fashion Revolution Turkey to measure and monitor the performance 

of its recruitment channels. Common HR metrics used by Monty in his performance of HR 

consulting services that could also be used to measure success of the recruitment channels are: 

employee/volunteer turnover; first-year resignations; recruitment cost per hire; functional 

staffing breakdown; sourcing and channel effectiveness and record/Talley of turnovers per year. 

This can also include engagement rates because the current engagement rate of “2.49%” is 

available online (HypeAuditor, n.d.). 

Selection Process (I.e. “Screening to Assess Capability”) (Tiltay, & Islek, 2019, p. 198). 

To screen volunteers for certain volunteer roles/responsibilities, this process typically starts with 

the filtering of applicants based upon objective screening criteria; however, given the fact that 

Fashion Revolution Turkey is desperate for volunteers, that cannot be the case here. Instead, it’s 

important for the recruiter/sponsor to send an email expressing interest in holding some form of 

an interview or at least meeting the volunteer (student or members of the applicant population) in 

some capacity before they’re onboarded. Where the selection processes may diverge in Turkey, 

would be “once volunteers are interested in the movement, setting up a one-on-one zoom with 

each candidate would create a better environment for volunteers and get a better sense 

individually of each volunteer’s goals and alignments for Fashion Revolution” (Rekhson, 

2022b). 

Fashion Revolution Turkey can contact interested volunteering related candidates through the 

use of one-on-one Zoom-based meetings to establish what their strengths and weaknesses; plus, 

interests lie in order to get a better sense of potential areas for internal placement, at the end of 

the selection process. It’s important to hold face-to-face meetings because Aperian Global 

clarifies that Turkey’s national culture places a  “high value placed on interpersonal 

relationships in Turkey, [and] voice-to-voice telephone conversation is still the preferred method 

of business communication when face-to-face meetings are not possible” (Aperian Global, 

2022b). Moreover, due to the global pandemic the preferred methods of communication are, 

“web conference calls using Messenger, Skype, or other services are appreciated and widely 

used for business communication in Turkey” (Aperian Global, 2022b). However, given the fact 

that Turkey has a “polychronic” national culture, it could mean that persons from such cultures “ 

“do many things at once” and are “easy to distract [plus] constantly interrupted”” (Abramson, 

& Moran, 2018, p. 56; Yahyagil, & Ötken, 2011, p. 1035; Puaar, 2022a).  

“Placement in the Suitable Role” (Tiltay, & Islek, 2019, p. 198). 

At status quo, there's no objective process to determine as to how volunteers are placed in their 

roles as its unknown as to what the shortage is in volunteers per role (I.e. requirement for 

https://hypeauditor.com/instagram/fash_rev_turkey/
https://globesmart.aperianglobal.com/culture-guides/tr/core-values-and-implications-for-business
https://globesmart.aperianglobal.com/culture-guides/tr/core-values-and-implications-for-business
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functional staffing breakdown related metric); rather, what is known is that “volunteers can 

change team whenever they wish to do so” (I. Coşdan, personal communication, May 31, 2022). 

Volunteers should be placed in roles based on qualifications and skills which align with the 

volunteer job descriptions. This would create a more structured volunteer program where 

volunteers would be able to highlight their skills based on the volunteer descriptions. “Turkish 

companies with international business typically look for candidates who have an ability to speak 

several languages fluently, as well as strong relationship skills and a broad network of contacts” 

(Aperian Global, 2022a). Ensuring volunteers with skills and responsibilities to be used on their 

CVs such as, “presenting career opportunities within the volunteer organisation is effective in 

ensuring motivation (Clary and Snyder 1999). Demonstrating the achievements and benefits to 

be achieved through voluntary service and revealing the individual’s abilities and potential are 

the ways to provide volunteer motivation through the individual development approach (Waikayi 

et al. 2012)” (as cited in Tiltay, & Islek, 2019, p. 192). 

Orientation and Onboarding 

It's recommended that Fashion Revolution Turkey create an orientation and onboarding program. 

The orientation can be a simple YouTube video that talks about Fashion Revolutions history, 

industry, culture, role, customer-related data and etc. Whereas, the onboarding process should 

take the form of a calendar that outlines the activities that must be performed from the time that 

the volunteer agrees to volunteer up to full-competence; or at least the first few days of 

volunteering, unless if volunteers are retained longer. Also, Fashion Revolution Turkey should 

partner with Northeastern University cohorts in Human Resources, to create and develop an 

orientation and onboarding process. Due to the nature and depth of the process it would help 

students understand cultural nuances in Turkey and create an understanding of intercultural 

communication. When volunteers are onboarded create events, “that will introduce employees to 

each other and create a sense of camaraderie among staff members” (Globalization partners, 

2022). In this case volunteers can meet each other and build relationships.  

“Training” (Tiltay, & Islek, 2019, p. 198). 

The development of a training program aligns with a key aspect of the mission which is a focus 

on “education” which will be advanced for existing volunteers plus audience members as 

properly trained volunteers who join the content team or become its Team Lead in the future 

would be able to create posts on social media that require less edits from the sponsor/Irem such 

training related issues would be addressed in the training program ahead of time (Northeastern 

University et al., 2022b, p. 1). Also, if Irem/sponsor/recruiter provides student volunteers and 

general members of the applicant pool with training and if they are retained longer than a few 

days, then it’s assumed that the trained volunteers who join the content team will be able to 

create social media posts that relate to the triple bottom line-related vision of Fashion Revolution 

Turkey (Northeastern University et al., 2022b, p. 1; Puaar, 2022b). The proposed “blended 

training8” program (includes “on-the-job training,9”) plus “didactic learning” (I.e. lecture) 

 
8 Blended training refers to “the use of a combination of approaches to training, such as classroom training, on-the-

job training, and computer technology” (Saks, & Haccoun, 2016, p. 194). 
9 On-the-job training refers to “a training method in which a trainee receives instruction and training at his or her 

workstation from a supervisor or an experienced co-worker" (Saks, & Haccoun, 2016, p. 214). 
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program would provide volunteers a collective way of working together in teams both during 

training and once its completed as it’s recommended that the “blended training” program to 

include “job rotation10” and “cross training11” and having volunteers be “coached individually,” 

by the recruiter/sponsor given the turnover issues at status quo (Aperian Global, 2022c; Saks, & 

Haccoun, 2016, p. 194-214; Aperian Global, 2022e; Tarique et al., 2016, p. 293). Also, the 

“blended training” program would provide volunteers with the proper toolkit needed to 

accomplish volunteer tasks (Saks, & Haccoun, 2016, p. 194-214). In terms of the internal 

stakeholder, “the assigned team leader should supervise the group closely, giving consistent 

input and guidance until completion of the project. Individual relationships between the team 

leader and each team member are crucial in order to build teamwork” (Aperian Global, 2022e). 

After volunteers are placed, team leads should provide volunteers with continuous instruction 

throughout the volunteer cycle by way of a buddy program or “coachingi” activities that 

incorporate a structured “lesson plan12” for new volunteers (Saks, & Haccoun, 2016, p. 219-267; 

Aperian Global, 2022e). 

Value offered By the Overall Training Program for Volunteers (I.e. Students and 

volunteers from the applicant population) Who Undergo the Certificate Program 

In this case, the Turkish population “tend to be eager to learn and strive to keep up with the 

advancements in the rest of the world” (Aperian Global, 2022c). Moreover, “on-the-job training 

provided by companies, which is common and very much appreciated in Turkey” (Aperian 

Global, 2022c). In other words, persons from Turkey, tend to see “on-the-job training” in a 

positive light, as its highly valued in the culture and companies tend to provide such 

training/developmental opportunities (Aperian Global, 2022c; Saks, & Haccoun, 2016, p. 214). 

In the same sense, Fashion Revolution Turkey, while it may be a non-profit/charity can offer 

“on-the-job training” within the “blended training” program before any volunteers (i.e. students 

or members of the applicant population) decide on their own to enroll in the proposed Certificate 

of Completion-based “experiential learning13” related training program (Aperian Global, 2022c; 

Saks, & Haccoun, 2016, p. 194-446). However, the “blended training,” program may need to 

incorporate “group-training sessions... delivered in a lecture-style format” while ensuring that 

trainees don’t face the “fear of losing face in front of the group” (Saks, & Haccoun, 2016, p. 194; 

Aperian Global, 2022c). Moreover, organizational members in Turkey “generally appreciate 

being mentored and coached individually,” which could also tie back to the idea of “saving face” 

(Aperian Global, 2022e; Abramson, & Moran, 2018, p. 385). 

Didactic Learning 

"Many Turkish businesspeople may have some knowledge of English or other foreign languages, 

it is advisable to have all training materials translated into Turkish” (Aperian Global, 2022c). 

According to International Human Resource Management: Policies and Practices for 

 
10 Job rotation refers to “a training method in which trainees are exposed to different jobs, functions, and areas in an 

organization” (Saks, & Haccoun, 2016, p. 214). 
11 Cross training entails “training employees to perform each other’s jobs” (Saks, & Haccoun, 2016, p. 214). 
12 Lesson plan refers to “the blueprint that outlines the sequence of activities that will take place in the training 

program” (Saks, & Haccoun, 2016, p. 267). 
13 Experiential learning refers to ”learning experiences that include skill practice exercises that actively engage and 

involve the learner” (Saks, & Haccoun, 2016, p. 446). 

https://globesmart.aperianglobal.com/culture-guides/tr/effective-leadership-styles
https://globesmart.aperianglobal.com/culture-guides/tr/training-and-coaching
https://globesmart.aperianglobal.com/culture-guides/tr/training-and-coaching
https://globesmart.aperianglobal.com/culture-guides/tr/training-and-coaching
https://globesmart.aperianglobal.com/culture-guides/tr/training-and-coaching
https://globesmart.aperianglobal.com/culture-guides/tr/effective-leadership-styles
https://globesmart.aperianglobal.com/culture-guides/tr/effective-leadership-styles
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Multinational Enterprises, the preferred didactic training technique recommended based on the 

Turkish culture is Lecturing (Tarique et al., 2016, p. 294). This is due to the communication style 

“and thus their most comfortable learning approach needs to be considered in the design and 

delivery of training” (Tarique et al., 2016, p. 293). Based on Turkey’s culture, “students from 

high-power distance cultures (acceptance of status differences between students and instructors) 

and strong uncertainty-avoidance cultures (unwillingness to take risks and to try new things) are 

likely to desire and perform better in training programs that rely more heavily on structured and 

passive learning techniques, such as reading assignments and lectures versus those who come 

from weak uncertainty-avoidance and low-power distance cultures, who will probably do better 

with experiential training techniques (class discussions, interactive activities, and team 

projects)” (Tariqa et al., 2016, p. 293; Saks, & Haccoun, 2016, p. 446). 

Certificate of Completion (Exhibit 9) 

To motivate and incentivize students in Turkey, one way to motivate and retain prospective 

volunteers is through the consideration of an incentive program such as certificate program to 

retain student volunteers or general volunteers from the overall applicant population. To assess 

the certificate of completion (Exhibit 9), its recommended that Fashion Revolution Turkey 

consider the use of a skill block system (Exhibit 10), which entails three levels each of which 

contains 10 hours of volunteer experience and a checklist of skills to assess the skill development 

of volunteers who wish to undergo such training.  

In terms of a real-world example, Monty Puaar used to work as a tutor for Kwantlen Polytechnic 

University from November 2018 to April 2020, and I stayed with the university because they 

offered a certificate program for peer tutoring, which I completed, then added the certificates to 

my resume (Learning Agents, 2020a; Learning Agents, 2020b). In the same manner, fashion 

revolution turkey can use a certificate-based program to potentially retain talent for a longer 

period of time. Regardless of which, for volunteers a certificate of completion can advantageous 

in terms of retaining talent given that the “high power-distance” has shown that in Turkey, 

“education signals greater social status” so a focus on education may be the appropriate means 

of promoting the training program online (Abramson, & Moran, 2018, p. 386). Moreover, a 

certificate of completion-based program may be important to implement as a benchmark practice 

given that within Turkey, it's common for volunteers to receive some form of certificate for 

volunteering and completing some form of training. This extends to the Turkish government 

which offers “volunteers... certificates after they complete the training” (DAILY SABAH, 

2022).  

Value Offered to Volunteers Via the Certificate of Completion 

The training that volunteers undergo must be completely voluntary, up to their own discretion 

and allow for “self-pacing14” for volunteers and they will need a lot of time to practice to slowly 

reduce their respective anxiety with learning the English language (Saks, & Haccoun, 2016, p. 

250; Yiğit et al., 2020, p. 107). However, the reasons why English was selected as a potential 

incentive that could be leveraged as a means of retaining volunteers while developing talent is 

 
14 Self-pacing is when “trainees can work on training tasks as quickly or as slowly as they want” (Saks, & Haccoun, 

2016, p. 250). 

https://www.dailysabah.com/turkey/turkey-looks-to-boost-air-volunteer-force-to-fight-forest-fires/news
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that the English language is required for as an admission requirement into Istanbul Bilgi 

University; plus learning a foreign language is often seen as being crucial to the futures of 

students (Istanbul Bilgi University, 2018; Yiğit et al., 2020, p. 110; Aperian Global, 2022a; 

Aperian Global, 2022l). Although, providing an on-the-job training method that allows 

volunteers to practice while moving around and performing their duties could be an amazing 

means of helping kinesthetic learners in Turkey learn in a manner suited for them. 

“Motivating” (Tiltay, & Islek, 2019, p. 198). 

In terms of the motivational factors for volunteers that pertains to the Volunteer Road/Journey 

Map; plus, the respective relationship to cross-cultural communication, please see Exhibit A for 

a detailed analysis of the Social Exchange Theory15 and Expectancy Theory16 (Liu et al., 2018, p. 

247; Long, & Singh, 2018, p. 78). Additionally, please see Exhibit 13 for more information on 

why the certificate was selected as a tool to motivate/incentivise potential volunteers.  

Social Exchange Theory 

An example of how social exchange theory would apply for volunteers, is that they have two 

options: (1) prospective volunteers can either volunteer for Fashion Revolution Turkey where 

they will receive Zero employee value proposition (i.e. EVP)/incentive to volunteer; or (2) 

volunteer at a different non-profit/charity or possibly with the government of Turkey who offers 

certificates as an incentive to volunteers (DAILY SABAH, 2022). In general, people are more 

likely to volunteer their time with an organization in exchange for the greatest reward for their 

time (i.e. incentive/reward such as a certificate that can be added on to their resume/CV in 

addition to volunteer experience).  

The same rule applies to my security company whereby we receive hundreds of resumes emailed 

to the company and on average retain 92.31% of security officers, because we offer lots of 

different types of incentives that people find attractive in a bid to constant find ways to maximize 

the EVP. 

Expectancy Theory (Exhibit 11 of the Appendices) 

Victor Vroom’s expectancy theory essentially clarifies that people will put in the effort to 

perform some form of behaviour/work if they know that that it leads to some form valued 

consequence (I.e.. incentive), while expecting that they can perform the behaviour (Long, & 

Singh, 2018, p. 78). In terms of its application, if volunteers at Fashion Revolution Turkey are 

told to do something and are not provided with any form of incentive to do so, they will not do it 

or leave, because the valence for them would be zero or negative 1 (Long, & Singh, 2018, p. 79). 

In other words, if Fashion Revolution Turkey does not find ways to retain talent via some form 

 
15 Social exchange theory refers to the idea that “when people enter a relationship, they usually evaluate the rewards 

they are likely to gain and the costs they are willing to pay. If the perceived rewards are greater than the costs, or 

the reward: cost ratio is more favorable than those in other relationships the people could enter (alternatives), they 

will continue to develop the relationship. If not, people may leave the existing relationship and seek a new one” (Liu 

et al., 2018, p. 247).  
16 Expectancy theory refers to the theory that “individuals are more likely to exert effort to perform a particular 

behaviour if they believe that behaviour will lead to valued consequences and if they expect they can perform the 

behaviour” (Long, & Singh, 2018, p. 78). 
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of an incentive program such as a certificate for on-the-job skill training/development, people 

will have no reason to stay.  

There are a wide variety of ways to resolve this such as brainstorming ways to maximize the 

EVP offered to prospective volunteers in some capacity, such as the use of a certificate program 

that includes skill blocks. In terms of the skill block related to basic verbal communication 

proficiency in the English language, it's assumed that the final outcome of the development of 

such skill for student volunteers in a work-related environment could lead to high degrees of 

motivation for prospective volunteers if it’s not forced on them, left as being completely optional 

and volunteers join it on their own accord; as they will need to have a positive experience with 

the skill development program without feeling pressured by Fashion Revolution Turkey into 

joining it (Istanbul Bilgi University, 2018). In other words, it’s important that volunteers want to 

develop such skills for themselves to ensure that they have a positive experience with the 

program. On the other hand, Fashion Revolution Turkey could promote the benefits of the 

program online (to create awareness) and promote the testimonials from former student 

volunteers or general volunteers who have completed the proposed certificate/development 

program in the future. 

Why Language Proficiency Development for Volunteers as a Potential Skill Block Column 

For students in Istanbul this consists of optional foreign language training for student volunteers 

given the fact that (1) Istanbul Bilgi University’s TOEFL-related admission requirements for 

international students; (2) in general, Turkish students need English-skill development related 

training given the low global TOEFL score faced by students in Turkey when compared to 

students of other countries; (3) kinesthetic learners are able to receive value from being able to 

practice the development of a foreign language by practicing with their supervisor in a workplace 

setting (i.e. Irem Cosdan); and (4) Turkish students see the development of a foreign language 

such as English as being important for their future career development (Istanbul Bilgi University, 

2018; Muniz, 2017; Yiğit et al., 2020, p. 110; Aperian Global, 2022a; Aperian Global, 2022l). 

“Supporting” (Tiltay, & Islek, 2019, p. 198). 

In terms of the Certificate of Completion related recommendation, it’s important for volunteers 

to be able to set their own volunteer hours (I.e. how long they wish to volunteer), rather than 

have anything fixed set because persons from such cultures have families and day jobs as they 

are donating their own time; plus they will have a more positive learning experience if its 

something they want for themselves rather than something that is pressured on them by Fashion 

Revolution Turkey; while slowing gaining practice could help reduce their anxiety with learning 

the language (Yiğit et al., 2020, p. 107). Also, the recruiter, team leads and internal teams at 

Fashion Revolution will all need to be more supportive of the volunteers who undergo the 

English development program, as a scholarly article posted in the “International Dialogues on 

Education,” found that “students who have positive perceptions of English join in the lessons 

more and are more motivated compared to other students who perceive English negatively and 

construct negative metaphors around it” (Yiğit et al., 2020, p. 107). This way being supportive, 

builds onto the previous section as far as the motivation of volunteers is concerned.  
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"Recognising” (Tiltay, & Islek, 2019, p. 198). 

Recognizing the hard work of volunteers is an important means of boosting morale of 

organizational members, while making them feel appreciated by one's organization tends to 

impact an organizational members decision pertaining to retention (based on professional 

experience leading a security company). Moreover, as stated by Aperian Global, “in general, 

[the] Turkish preference [is] for group recognition” (Aperian Global, 2022h). In this case, 

Fashion Revolution Turkey may not be able to monetarily recognize volunteers, but the 

sponsor/recruiter can still verbally communicate to organizational members/volunteers within the 

“secular country” just how thankful her team is to have the new volunteer(s) really contribute 

their time in helping the non-profit complete day-to-day duties and etc. (Abramson, & Moran, 

2018, p. 384). As a real-world example, Monty’s company has a multitude of retention strategies 

in place; one of which simply entails verbally communicating to organizational members how 

thankful we are for their service at the end of every team huddle in the mornings (at the shift 

changes when both shift’s workers/Officers are present). It doesn’t matter where people are 

from, it's about making workers feel appreciated and a part of the team, which ties back to the 

“esteem needs” level of Maslow's hierarchy of needs (Cherry, 2022; Jha, 2019). 

“Assessing the performance” (Tiltay, & Islek, 2019, p. 198). 

Constructive Feedback for Volunteers 

The notion of "constructive feedback" is not typical in Turkish culture because Turkey’s national 

culture focuses on “saving face” which entails being “sensitive to criticism and it is rude to 

criticize someone in public, as criticism may be seen as hostility” (Abramson, & Moran, 2018, 

p. 385). However, Aperian Global recommends that organizations (1) “offer your comments, 

whether positive or negative, in private rather than in front of a group;” (2) “indirect 

suggestions may be more effective than direct comments when addressing general performance;” 

(3) “include positive comments with negative whenever possible; always end feedback sessions 

on an encouraging and positive note;” (4) “appeal to an employee's desire for status when giving 

feedback; when necessary, demonstrate how an employee is compromising their status by 

unsatisfactory performance;” and (5) “take care not to show disrespect for the person receiving 

feedback; avoid inadvertently questioning an employee's credibility or honesty” (Aperian Global, 

2022f).  

The fact that the culture is relatively “indirect;” and a "collectivistic society” implies that some 

audience members may not be comfortable with providing Fashion Revolution Turkey with 

feedback in a public setting (Abramson, & Moran, 2018, p. 385; GlobeSmart, n.d.; Hofstede 

Insights, 2022; Aperian Global, n.d.). Although, considering that Turkey has a “high power 

distance culture,” it’s possible that “giving and receiving performance feedback becomes a real 

challenge in cultures where people get emotional when they receive especially negative 

feedback; this may be why 11 percent of private-sector organizations in Turkey do not show the 

evaluation results to employees” (Hofstede Insights, 2022; Aycan, 2001, p. 5).  

Certificate of Completion 

As shown in Exhibit 10, the skill blocks will be used to assess as to whether volunteers have met 

the required expectations as a means of objectively assessing their ability to earn a certificate of 

achievement (Exhibit 9) from Fashion Revolution Turkey. The skill block entails three levels 

https://www.verywellmind.com/what-is-maslows-hierarchy-of-needs-4136760#:~:text=At%20the%20fourth%20level%20in,respect%20and%20appreciation%20of%20others.
https://resources.aperianglobal.com/mod/gdia/#/lessons/Mk17Pdea9i2KxCpgJqXjqkTiLEv4tVjB
https://www.hofstede-insights.com/country-comparison/turkey/
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each of which contains 10 hours of volunteer experience and a list of skills that would be 

included to show improvement in volunteers as identified within checklists aspect of the skill 

blocks.  

Organizational Performance and the Need to Look into Implementing the Appropriate 

Retention Strategies for Volunteers in Turkey 

There are many ways to assess the effectiveness of the recommendations such as the following 

lagging metrics: (1) employee/volunteer turnover; (2) number of participants who undergo the 

training program; and (3) channel and screening effectiveness (Society for Human Resource 

Management, 2017, p. 9). In general, the SHRM projects that it costs organizations an average of 

“$4,425” USD (I.e. “74,730.243 Turkish Lire”) in terms of all of the overall cost to recruit and 

replace each employee, and such invisible costs will multiply per number of turnovers faced by 

Fashion Revolution Turkey (Society for Human Resource Management, 2017, p. 9; XE.com Inc, 

1995-2022). The reason why these costs tend to be considered as invisible in the field of HR is 

because instead of a monetary expense that would be included in the income statement (I.e. 

salaries expense), it’s the cost of time of the sponsor/recruiter and social media content-related 

team members who are working on a volunteer basis. As a result, time could be better utilized in 

finding ways to reduce the overall frequency of voluntary turnovers in volunteers by 

implementing retention and employee motivation-related strategy that are appropriate for 

Turkish volunteers. This does not need to be monetary benefits, but it could be motivational/EVP 

related factors based on what volunteers want/desire given the “secular” and “regional 

differences” related nature (I.e. "Turkey’s seven geographical regions”) within the overall 

national culture (Abramson, & Moran, 2018, p. 384; Boz, & Palaz, 2007, p. 650; Incluude, 

2022).  

“Rewarding” (Tiltay, & Islek, 2019, p. 198). 

Certificate of Completion 

A benchmark practice for Fashion Revolution Turkey which stems from the Turkish 

government’s practice of incentivising volunteers is to provide them with a certificate of 

completion. In this case, in Turkey, “volunteers are given certificates after they complete the 

training” offered by the Turkish government (DAILY SABAH, 2022). In other words, training-

related certifications are an accepted form of incentive for volunteers within Turkey. Following 

suit, Exhibit 9, contains a Certificate of Completion that volunteers could earn one they complete 

three levels each of which contain 10 volunteer hours each and the demonstration of having used 

the stated abilities as highlighted in Exhibit 10. This way the non-profit/charity can retain talent 

for more than a few days as volunteers will be incentivised in a manner similar to a point system 

to meet the required volunteer hours plus ability demonstration requirement to earn such 

certificates. Once the volunteer has met the skill blocks as stated in the “assessing the 

performance” section earlier; the sponsor/recruiter can offer the respective volunteer with a PDF 

version of the certificate (Tiltay, & Islek, 2019, p. 198). However, in this case, the reason as to 

why English proficiency was used is elaborated in detail in Exhibit 13.   

https://culturalatlas.sbs.com.au/turkish-culture/turkish-culture-core-concepts
https://culturalatlas.sbs.com.au/turkish-culture/turkish-culture-core-concepts
https://onesearch.library.northeastern.edu/discovery/fulldisplay?docid=cdi_proquest_miscellaneous_57218100&context=PC&vid=01NEU_INST:NU&lang=en&search_scope=MyInst_and_CI&adaptor=Primo%20Central&tab=Everything&query=any,contains,Turkey%20and%20volunteer%20and%20student&offset=0
https://www.dailysabah.com/turkey/turkey-looks-to-boost-air-volunteer-force-to-fight-forest-fires/news
https://www.dailysabah.com/turkey/turkey-looks-to-boost-air-volunteer-force-to-fight-forest-fires/news
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2. Address Information Gaps 

The key information gaps that must be addressed are (1) the need for the sponsor/recruiter (i.e. 

Country Coordinator- Irem) to rewrite the volunteer section on the general website as it pushes 

audience members away from volunteering (see presentation/video for example); (2) lack of 

information on how to apply for roles using the non-profit/charity’s social media channels as 

Fashion Revolution Turkey does not explicitly state that volunteers need to send them a direct 

message on their posts or profile page to inquire about volunteer opportunities; and (3) other.  

Number 2 entails the lack of information conveyed to audience members on social media 

channels whereby the non-profit/charity assumes that audience members on Instagram will have 

the inside knowledge of how to apply for roles (I.e. via direct message through the platform); 

without ever explicitly stating it on the social media/recruitment channel. Whereas number 3 (i.e. 

other) entails (a) creating posts that promote the value offered to volunteers at Fashion 

Revolution Turkey; (b) making audience members aware of the training program (i.e. 

extrinsic motivation) and creating clear job descriptions that are transparent and clarify the job 

duties to be performed by volunteers. This is important because persons from national cultures 

such as Turkey’s tend to “have a need for rules, formalization, and structure” considering the 

high degrees of “uncertainty avoidance” (Abramson, & Moran, 2018, p. 387). 

3. Invest Resources (i.e. Human and Time) in Other Recruitment Channels 

With recruitment being an important step in the volunteer roadmap, its important to increase the 

number of existing recruitment channels which only consist of the website, Instagram, Facebook, 

and email. However, to increase the flow of volunteers that apply to Fashion Revolution Turkey, 

it’s crucial for Fashion Revolution Turkey to consider including any number of untapped 

recruitment channels that are available to Fashion Revolution Turkey to increase the number of 

resumes or volunteers at Fashion Revolution Turkey. Additional recruitment channels that 

Fashion Revolution Turkey can consider include the following: referrals, Universities (i.e. 

“career days”), plus popular job boards such as (1) monster.com.tr, (2) LinkedIn, (3) “Kariyer,” 

(3) “Yenebris,” (4) “CareerJet” and/or “IsCepte” (LinkedIn Corporation, 2022; Aperian Global, 

2022a; Moore, 2017). The benefit of increasing the number of recruitment channels is that they 

could assist in bringing in prospective volunteers from untapped recruitment channels, each of 

whom would go through the proposed volunteer roadmap.  

Conclusion 
Fashion Revolution Turkey has a lot of work ahead in order for Irem to be able to create a 

volunteer road/journey map given the fact that the non-profit/charity is missing a lot of different 

aspects of the roadmap.  

As stated earlier, the proposed strategy is to identify the best way to go about structuring the 

volunteer road/journey map must ultimately align with the mission, and vision of the non-

profit/charity (Northeastern University et al., 2022b, p. 1; Northeastern University et al., 2022c). 

As such, this was proposed within the recommendations and Exhibit 12 contains an example of 

the proposed structure. Still, volunteerism has been an ongoing issue at Fashion Revolution 

Turkey. “The biggest problem is that there is no volunteerism culture in Turkey, and nobody 
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understands what volunteer work means. There is a huge young population in Turkey who wants 

to volunteer in the FR movement, but when they are assigned a job, they never do that” 

(Rekhson, 2022a). The purpose of this research is to recommend solutions to Fashion Revolution 

Turkey regarding its volunteerism issue. The Cultural Field is for recruiters and community 

members (university and high school students in Turkey). Recruitment encompasses all job titles 

and that entails anyone who performs HR functions. Irem is a key internal stakeholder of Fashion 

Revolution Turkey, as she is the Country Coordinator, a volunteer position, and she is also the 

recruiter herself for volunteers at Fashion Revolution Turkey. All volunteer positions are unpaid, 

there are no contracts because people don’t want to sign anything, and people can quit at any 

time. “The attraction and retention of volunteers are vital components to the operation of a non-

profit organization (NPO). Understanding the motivations of volunteers is an important step to 

recruiting and retaining them” (Zboja et al., 2020, p. 1). 

The volunteer program at Fashion Revolution Turkey does not have a formal recruiting process. 

Fashion Revolution Turkey needs a structured recruitment process with a detailed, “"Planning 

stage, Recruitment processes, Selection process (includes "screening to assess capability"), 

Placement in the suitable role, Orientation and onboarding, Training and development, 

Motivating, Supporting, Recognizing, Assessing Performance, and Rewarding" (Tiltay, & Islek, 

2019, p. 198)” (as cited in Rekhson, 2022a).  “To better recruit and retain volunteers, we must 

have a thorough understanding of their motivations” (Zboja et al., 2020, p. 2). Gaps have been 

identified in the volunteering program seeking to understand volunteerism in Turkey through: 

identifying key internal and external stakeholders at Fashion Revolution Turkey, communication 

contexts, socioeconomic context through ethnography, managing cultural dimensions, 

intercultural competent leadership skills, managing cultural differences, communication strategy, 

communication styles, negotiating and decision-making skills, a gap analysis breaking down the 

human, operational, and financial resources, and addressing cross cultural communication issues 

using three different theories, social exchange theory, expectancy theory, and Conversational 

Constraint Theory (CCT). ““Today, most of the organizations emphasize the personal and 

general benefits of volunteering on their web pages and social media accounts but recruitment 

campaigns mostly refer to the cause supported by the organization. Still, communicating the 

beneficial effects of volunteering may help to increase the number of recruits” (Aydin et al., 

2020, p. 3)” (as cited in Rekhson, 2022a).  

According to a scholarly article posted in the “International Journal of Manpower,” ““HR 

professionals [in Turkey, typically] do not have the necessary know-how, nor is there enough 

research output to guide practices. HRM departments, while still struggling with establishing 

more objective and efficient systems in key HR functions, also must innovate to handle 

organizational demands that stem from increasing globalization” (Aycan, 2001, p. 6)” (as cited 

in Rekhson, 2022a). In this case, it’s assumed that Fashion Revolution Turkey does not have any 

HR professionals who could have researched and figured out the volunteer road/journey map as 

required by the non-profit/Turkey; however given the fact that the cultural field considers Irem 

as the volunteer/informal recruiter for the Turkish “Country Office,” she would have been 

responsible for researching the volunteer roadmap as required due to such knowledge gaps (I. 

Cosdan, personal communication, May 31, 2022). As such, we recommended the exact 
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structure/procedures required for the volunteer road/journey map or “volunteer management 

lifecycle” as it would have been an HR responsibility to develop; should the non-profit/charity 

had an HR process in place (Tiltay, & Islek, 2019, p. 198). To better serve the sponsor, Exhibit 

12, contains the proposed structure for the Volunteer Road/Journey Map (also called the 

“volunteer management lifecycle”) as outlined in the “overview of project strategy” earlier in the 

report (Northeastern University et al., 2022; Tiltay, & Islek, 2019, p. 198). 

Turkey has many issues due to its autocratic regime. Although, “among the participating 

organizations, less than half of them reported that they engage in HR planning and successfully 

implement it. The most popular recruitment channels include suggestions from employees and 

other contacts, which reflects the collectivistic nature of the culture. Staffing: Another reflection 

of collectivism is the heavy reliance on one-on-one interview as the most frequently used method 

of selection (almost 90 percent). Interviews are unstructured and heavily influenced by the 

interviewer's subjective evaluation and intuition. A few popular "objective" tests are just 

translated from English to Turkish without a proper adaptation and standardization procedure” 

(Aycan, 2001, p. 4)” (as cited in Rekhson, 2022a). As a result of the national cultural differences, 

the processes listed under Exhibit 12’s volunteer road/journey map as recommended for Fashion 

Revolution Turkey may need to divergence from any future roadmaps used at HQ or other global 

“Country Office” (I. Cosdan, personal communication, May 31, 2022). 

On the other hand, there were three key recommendations those being (1) the actual processes 

listed under the proposed volunteer road/journey map; (2) to address the information gaps; and 

(3) to invest resources (i.e. Human and Time) in other recruitment channels 

On the other hand, Turkey has a “secular culture” and has a lot of “regional differences” (i.e. 

regionality), which could be contributing reasons why volunteers leave; however, this is further 

impacted by the mandated military service for men, economic crisis and etc., as mentioned 

within the PESTEL analysis (Exhibit 5) (Puaar, 2022a; Incluude. 2022; Abramson, & Moran, 

2018, p. 384; Burak Sansal, 1990-2021; Government of Netherlands, n.d.; Michaelson, & Narh, 

2022). Nevertheless, as far as the volunteer road/journey map is concerned, its includes the 

certificate of completion which will serve as an incentive to retain volunteers (i.e. students and 

volunteers from the applicant population); by incentivising them to continue volunteering at 

Fashion Revolution Turkey in order to earn a certificate which they could further add on to their 

respective resumes. Should volunteers know they will receive incentives such as a certificate in 

exchange for an “x” amount of volunteer hours, its assumed that some volunteers who focus 

more on skill or professional development may be more inclined to volunteer their time.   
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Exhibit 1: Existing Informal/Arbitrary Volunteer Road/Journey Map (also called the “volunteer 

management lifecycle”) (Tiltay, & Islek, 2019, p. 198). 
 

 

 

Appendices 
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Exhibit 2: Comprehensive/Detailed and Completed Stakeholder Analysis (Puaar, & 

Rekhson, 2022; Puaar, 2022a; Rekhson, 2022b). 

Please refer to the following hyperlink for the full stakeholder analysis. The following hyperlink 

includes all internal and external stakeholders of Fashion Revolution Turkey as shown below: 

https://1drv.ms/x/s!AtnY_J6GqUOlgWylTLen1HLNBttE?e=E4BQUA 

  

https://1drv.ms/x/s!AtnY_J6GqUOlgWylTLen1HLNBttE?e=E4BQUA
https://1drv.ms/x/s!AtnY_J6GqUOlgWylTLen1HLNBttE?e=E4BQUA
https://1drv.ms/x/s!AtnY_J6GqUOlgWylTLen1HLNBttE?e=E4BQUA
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Exhibit 3: Employee Value Proposition (EVP) Analysis (Puaar, & Rekhson, 2022). 
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Exhibit 4: “Double Diamond Strategy Model” (Abramson, & Moran, 2018, p. 335; Puaar, & Rekhson, 2022). 
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Exhibit 5: PESTEL Analysis (Puaar, & Rekhson, 2022). 
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Exhibit 6: “Gap Analysis Protocol” (Abramson, & Moran, 2018, p. 344; Puaar, M. & 

Rekhson, 2022). 

Please click on the following hyperlink for the analysis of the teams gap analysis protocol: 

https://1drv.ms/x/s!AtnY_J6GqUOlgXCNbeN2p3uhcqqS?e=zAu0Nm 

   

https://1drv.ms/x/s!AtnY_J6GqUOlgXCNbeN2p3uhcqqS?e=zAu0Nm
https://1drv.ms/x/s!AtnY_J6GqUOlgXCNbeN2p3uhcqqS?e=zAu0Nm
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Exhibit 7: Needs and Gap Analysis Summary Table 

Please see the attached analysis for a general the summary table of the need and gap analysis 

table: 

https://1drv.ms/x/s!AtnY_J6GqUOlgW5_wU3C42UvPkU1?e=MvL3Q4 

   

https://1drv.ms/x/s!AtnY_J6GqUOlgW5_wU3C42UvPkU1?e=MvL3Q4
https://1drv.ms/x/s!AtnY_J6GqUOlgW5_wU3C42UvPkU1?e=MvL3Q4
https://1drv.ms/x/s!AtnY_J6GqUOlgW5_wU3C42UvPkU1?e=MvL3Q4
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Exhibit 8: “Intercultural Communication Analysis” and Recommendations 

(Northeastern University et al., 2022a). 

Please see the following hyperlink for an analysis of how the recommendations tie into both the 

“intercultural communication understanding” and “cross-cultural concepts” (Northeastern 

University et al., 2022a). 

https://1drv.ms/x/s!AtnY_J6GqUOlgXISQ9jqIRs-tvpj?e=BIYBfn 

 

  

https://1drv.ms/x/s!AtnY_J6GqUOlgXISQ9jqIRs-tvpj?e=zd1pnO
https://1drv.ms/x/s!AtnY_J6GqUOlgXISQ9jqIRs-tvpj?e=zd1pnO
https://1drv.ms/x/s!AtnY_J6GqUOlgXISQ9jqIRs-tvpj?e=zd1pnO
https://1drv.ms/x/s!AtnY_J6GqUOlgXISQ9jqIRs-tvpj?e=BIYBfn
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Exhibit 9: Certificate of Completion 
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 English Proficiency: Verbal 

(Basic) 

English Proficiency:  

Written (Basic) 

Social Media Content 

Creation Proficiency (Basic) 

Team Working Skill 

Level III: 

Practical 

Experience 

□ Completion of 10 hours of 

voluntary experience, 

whereby the student/learner 

was able to practice sending 

and receiving messages in 

full-sentences, verbally using 

the English language with 

his/her direct supervisor (i.e. 

“Country Coordinator”) in a 

work-related setting (I. 

Cosdan, personal 

communication, May 31, 

2022). 

□ Volunteer/learner is able to 

comprehend what has been 

verbally communicated to 

him/her in the English 

language, by being able to 

follow through on the 

directives provided to 

him/her in a workplace 

setting. 

□ Volunteer has shown basic 

proficiency by being able to 

converse with his/her direct 

supervisor (i.e. “Country 

Coordinator”) in a work-

related setting (I. Cosdan, 

personal communication, 

May 31, 2022). 

□ Completion of 10 

hours of voluntary 

experience, whereby 

the student/learner 

was able to practice 

sending and 

receiving full-

sentences in a 

written format (print 

or digital) using the 

English language 

with his/her direct 

supervisor (i.e. 

“Country 

Coordinator”) (I. 

Cosdan, personal 

communication, 

May 31, 2022). 

□ Volunteer/learner is 

able to comprehend 

what has been 

digitally 

communicated to 

him/her in the 

English language by 

being able to follow 

through on the 

directives provided 

to him/her in a 

workplace setting. 

□ Completion of 10 hours of 

voluntary experience, 

whereby the student/learner 

was able to practice creating 

the appropriate social media 

content that require little-to-

no edits by his/her direct 

supervisor (i.e. “Country 

Coordinator”) in a work-

related setting (I. Cosdan, 

personal communication, 

May 31, 2022). 

□ Organic content created by 

the volunteer/learner was able 

to show improvement in 

engagement metrics (i.e. 

“likes, comments, and 

shares”) on average over the 

prior 20 hours of volunteering 

(Chen, 2021). 

□ Completion of 10 

hours of voluntary 

experience, 

whereby the 

student/learner has 

been able to work 

with his or her team 

effectively while 

having shown the 

ability to: 

□ Support team 

members by taking 

on “individual 

responsibility and 

accountability” or 

increased delegation 

of work/“levels of 

control” over the 

assigned work 

activities 

(University of 

Waterloo, n.d.; 

Townsend, 2007, p. 

632). 

□ Volunteer has the 

ability to problem 

solve or assist their 

respective team of 

volunteers complete 

objective(s) relating 

Exhibit 10: Skill Blocks to Receive the Certificate of Completion 



Cultural Consulting Project Report   Puaar and Rekhson 34 

□ Volunteer/learner 

was able to practice 

responding to the 

digital messages (i.e. 

Email, WhatsApp, 

or social media) 

using the English 

language. 

to the “local goals” 

(I. Cosdan, personal 

communication, 

May 31, 2022). 

□ Basic application of  

communication 

skills (verbal, non-

verbal and/or 

written).  

Level II: 

Practical 

Experience 

□ Completion of 10 hours of 

voluntary experience, 

whereby the student/learner 

was able to practice sending 

and receiving messages 

verbally using the English 

language with his/her direct 

supervisor (i.e. “Country 

Coordinator”) in a work-

related setting (I. Cosdan, 

personal communication, 

May 31, 2022). 

□ Volunteer/learner is able to 

comprehend what has been 

verbally communicated to 

him/her in the English 

language, by being able to 

follow through on the 

directives provided to 

□ Completion of 10 

hours of voluntary 

experience, whereby 

the student/learner 

was able to practice 

sending and 

receiving written 

messages (i.e. digital 

or print) using the 

English language 

with his/her direct 

supervisor (i.e. 

“Country 

Coordinator”) in a 

workplace setting (I. 

Cosdan, personal 

communication, 

May 31, 2022). 

□ Completion of 10 hours of 

voluntary experience, 

whereby the student/learner 

was able to gain experience in 

creating the appropriate social 

media content as directed by 

his/her direct supervisor  (i.e. 

“Country Coordinator”) in a 

workplace setting (I. Cosdan, 

personal communication, 

May 31, 2022). 

□ Volunteer has been 

monitoring social media-

related engagement metrics. 

□ Volunteer/learner was able to 

respond appropriately to 

comments or questions asked 

on Fashion Revolution 

Turkey’s social media 

Completion of 10 

hours of voluntary 

experience, whereby 

the student/learner has 

been able to work 

with his or her 

assigned team 

effectively.  
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him/her in a workplace 

setting. Volunteer/learner 

was able to practice 

communicating vocally 

using the English language 

in a work-related setting. 

□ Volunteer/learner 

was able to 

comprehend what 

has been digitally 

communicated to 

him/her in the 

English language, by 

being able to follow 

through on the 

directives provided 

to him/her in a 

workplace setting. 

channels by audience 

members. 

Level I: 

Practical 

Experience 

□ Completion of 10 hours of 

voluntary experience, 

whereby the student/learner 

was able to practice sending 

and receiving messages 

verbally using the English 

language with his/her direct 

supervisor (i.e. “Country 

Coordinator”) in a work-

related setting (I. Cosdan, 

personal communication, 

May 31, 2022). 

□ Volunteer/learner was able to 

practice communicating 

vocally using the English 

language in a work-related 

setting. 

□ Completion of 10 

hours of voluntary 

experience, whereby 

the student/learner 

was able to practice 

sending and 

receiving written 

messages (i.e. digital 

or print) using the 

English language 

with his/her direct 

supervisor (i.e. 

“Country 

Coordinator”) in a 

workplace setting (I. 

Cosdan, personal 

communication, 

May 31, 2022). 

□ Completion of 10 hours of 

voluntary experience, 

whereby the student/learner 

was able to gain experience in 

creating the appropriate social 

media content as directed by 

his/her direct supervisor  (i.e. 

“Country Coordinator”) in a 

workplace setting (I. Cosdan, 

personal communication, 

May 31, 2022). 
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Exhibit 11: Example of Expectancy Theory 

Volunteer Position Example 

Expectancy 

Probability (0 to 100)  

(“Will I be able to 

accomplish the task if I 

exert the effort”)  

(Long, & Singh, 

2018, p. 79). 

Instrumentality  

(Will I “receive 

the rewards if I 

accomplish the 

task?”) 

 (Long, & Singh, 

2018, p. 79). 

Valence of the 

outcome.  

(“Is the task worth 

doing?”)  

(Long, & Singh, 

2018, p. 79). 

Outcome 

Student 

Volunteers (Social 

Media Content 

Creation) 

• Expect volunteers (i.e., students or 

volunteers from the applicant population) to 

receive a Certificate of Completion in 

"social media content creation proficiency 

(basic)," for completing three levels of the 

skill blocks. 

• Each of the three skill blocks has 10 hours 

of volunteering each. 

75% 100% (+1) 
Highly 

Motivated 
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Exhibit 12: Proposed Structure for the Volunteer Road/Journey Map (also called 

the “volunteer management lifecycle”) (Tiltay, & Islek, 2019, p. 198). 

(1) “Planning stage;” (Tiltay, & Islek, 2019, p. 198; Northeastern University et al., 2022; Puaar, 

& Rekhson, 2022).  

• Analyze volunteer positions and what is needed (job analysis) for each volunteer 

position.  

• Prepare volunteer descriptions based on skills, and ability’s (KSA’s) needed.   

• Make sure that volunteer positions are explicit with proper information.  

• Clarify what volunteers will be doing and how much time is required.  

• Specify after volunteer completion, volunteers will receive certificates.   

 

(2) “Recruitment;” (Tiltay, & Islek, 2019, p. 198; Northeastern University et al., 2022; Puaar, & 

Rekhson, 2022).  

• Update/Increase recruitment channels  

• Change wording on the website to clarify to prospective volunteers on how to apply.   

• Clarify on Instagram and Facebook on how people can apply for volunteer 

positions.   

• Track metrics and KPI’s.   

 

(3) “Selection (I.e. “screening to assess capability”); (Tiltay, & Islek, 2019, p. 198; Northeastern 

University et al., 2022; Puaar, & Rekhson, 2022).  

• Inform potential volunteers that the Recruiter/sponsor will send an email expressing 

interest in holding some form of an interview or at least meeting the volunteer (student or 

members of the applicant population) in some capacity before they are brought on-board.  

• Set up One-on-one zoom meeting to establish a relationship.   

 

(4) “Placement in the suitable role;” (Tiltay, & Islek, 2019, p. 198; Northeastern University et 

al., 2022; Puaar, & Rekhson, 2022).  

• Establish structure by aligning qualifications and skills with volunteer job 

descriptions.   

• Create groups and each team lead will reach out to volunteers and schedule another 

one-one-zoom as well as a team check-in.   

• Ensure volunteers with skills and responsibilities to be used on their CVs such as, 

“presenting career opportunities within the volunteer organisation is effective in ensuring 

motivation (Clary and Snyder 1999). Demonstrating the achievements and benefits to be 

achieved through voluntary service and revealing the individual’s abilities and potential 

are the ways to provide volunteer motivation through the individual development 

approach (Waikayi et al. 2012)” (as cited in Tiltay, & Islek, 2019, p. 192).  

 

(5) “Orientation and onboarding; (Tiltay, & Islek, 2019, p. 198; Northeastern University et al., 

2022; Puaar, & Rekhson, 2022).  

• Inform Volunteers that they will have an orientation and will be assigned to their 

respective team.   

• Inform volunteers that they will meet other volunteers at events to create 

camaraderie.   

• Inform volunteers of the policies and expectations.   

• Introduce volunteers to their responsibilities.  
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(6) “Training;” (Tiltay, & Islek, 2019, p. 198; Northeastern University et al., 2022; Puaar, & 

Rekhson, 2022).  

• Identify the training needs for each volunteer.   

• Establish objectives to bridge the gaps that exist so volunteers will have the proper 

training needed to perform volunteer responsibilities.   

• Inform volunteers of the blended training methods.  

• Volunteers will be trained to accomplish such tasks and responsibilities.   

 

(7) “Motivating;” (Tiltay, & Islek, 2019, p. 198; Northeastern University et al., 2022; Puaar, & 

Rekhson, 2022).  

• Inform volunteers of the benefits of their volunteer time at Fashion Revolution 

Turkey.   

• Inform volunteers of the certification of completion in which they can add this to 

their CV for potential career opportunities.   

 

(8) “Supporting;” (Tiltay, & Islek, 2019, p. 198; Northeastern University et al., 2022; Puaar, & 

Rekhson, 2022).  

• Inform volunteers that their time is valuable, and volunteers can set their own 

volunteer schedules.   

 

(9) "Recognising;” (Tiltay, & Islek, 2019, p. 198; Northeastern University et al., 2022; Puaar, & 

Rekhson, 2022).  

• Inform volunteers that they will have full support from country coordinator, team 

lead, and other volunteers.   

• Volunteers will be advised of the open communication channels to be fostered with 

staff members.   

• Inform volunteers of the flexibility and after volunteer completion they will receive a 

digital Fashion Revolution Certificate of completion.   

 

(10) “Assessing the performance;” (Tiltay, & Islek, 2019, p. 198; Northeastern University et al., 

2022; Puaar, & Rekhson, 2022).  

• Inform volunteers that performance will be assessed in private.   

• Skill blocks will be used to assess as to whether volunteers have met the required 

expectations as a means of objectively assessing their ability to earn a certificate of 

achievement (Exhibit 9) from Fashion Revolution Turkey. The skill block entails three 

levels each of which contains 10 hours of volunteer experience and a list of skills that 

would be included to show improvement in volunteers as identified within checklists 

aspect of the skill blocks.  

 

(11) “Rewarding” (Tiltay, & Islek, 2019, p. 198; Northeastern University et al., 2022; Puaar, & 

Rekhson, 2022).  

• Inform volunteers that they will receive a Certificate of Completion for volunteer 

time after completing the three levels of each which contain 10 volunteer hours each.   
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Exhibit 13: Reasons why Basic English proficiency was used as an example for the 

Certificate of Completion 

Can be Portrayed as an Investment in the Future of Student Volunteers 

A scholarly article posted in the “International Dialogues on Education,” clarified that in 

Turkey, 95% of students surveyed stated that they believed that knowing a foreign language “is a 

necessity for their careers” “especially English” (Yiğit et al., 2020, p. 94-110). Also, it’s 

important to note that “Turkish companies with international business typically look for 

candidates who have an ability to speak several languages fluently, as well as strong 

relationship skills and a broad network of contacts” (Aperian Global, 2022a). Moreover, in 

Turkey, “learning a foreign language... can give a person the extra advantage they need to land 

a good job” (Aperian Global, 2022l). 

Motivation and Language Learning 

Moreover, the scholarly article found that students who voluntarily joined foreign language 

related activities which provided the respective students with the ability to practice answering 

questions in English tended to have a more positive experience, while being able to reduce their 

level of anxiety, but to further reduce their anxiety with learning the English language requires a 

lot of practice (Yiğit et al., 2020, p. 107). Additionally, “students who have positive perceptions 

of English join in the lessons more and are more motivated compared to other students who 

perceive English negatively and construct negative metaphors around it” (Yiğit et al., 2020, p. 

107). In that sense, the way that English is communicated to the overall applicant population 

online plus providing students with opportunity to learn on their own in a “self-paced" manner is 

important to reduce their anxiety and have more positive learning experience with language 

(Saks, & Haccoun, 2016, p. 250). This is especially true, since learning a foreign language such 

as English is seen as being instrumental for the Career development of students (i.e., cultural 

field) (Yiğit et al., 2020, p. 94-110). 

Educational Requirement for University Students (External Stakeholder and Cultural 

Field). 

At Istanbul Bilgi University, the admission requirement for international students is “TOEFL IBT 

: Minimum Score 75” (Istanbul Bilgi University, 2018). In other words, having some form of 

English proficiency is a pre-requisite requirement for students in Istanbul to enter University.  

The certificate program will be useful for kinesthetic learners as they would learn better if they 

were doing something productive while being able learn. 

 

 

 

 

 

https://www.bilgi.edu.tr/en/international/international-admissions/admission-requirements/
https://www.bilgi.edu.tr/en/international/international-admissions/admission-requirements/
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Exhibit 14: Turkey’s Polychronic Culture and the Pandemic 

Due to the pandemic and the nature of the volunteer positions which are remote, weekly Zoom 

check-ins with volunteers would create communication and transparency and would help to build 

loyalty and trust. After all meetings, Irem herself should, “arrange for someone to take meeting 

minutes and distribute them to all participants afterwards. This will be expected and will help 

communicate the importance of the meeting and future follow-up steps” (Global Aperian, 

2022k). Despite the fact, “Turkey is considered a polychronic culture, “Electronic 

communications media (texting, email, social media, websites, and so on) are far more popular in 

monochronic cultures because they save time. We should be aware, however, that individuals in 

polychronic cultures could feel uncomfortable with these technologies or see them as emanating 

from people that they do not, and will not, have significant relationships with. Therefore, they 

might not respond as efficiently as we hoped, or might not place as much value on relationships 

with us because we had not spent the time they preferred in face-to-face contact” (Abramson & 

Moran, 2018, p. 56)” (as cited in Rekhson, 2022b). 
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Exhibit 15: Motivation, Incentive and Retention factors of the Volunteer 

Road/Journey Map; plus, their relationship to Cross-Cultural Communication for a 

detailed analysis of the Social Exchange Theory and Expectancy Theory  

Social Exchange Theory (Puaar, M. & Rekhson, 2022). 

 

Expectancy Theory (Puaar, M. & Rekhson, 2022). 
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Exhibit 16: Cross-Cultural Misunderstandings that May Potentially Impact the 

Reasons as to why Volunteers Quit.   

There are any number of reasons as to why volunteers may decide to leave after only 

volunteering for a short time-frame. This means that it’s important not to rule out the potential of  

misunderstandings in cross-cultural communication occurring at Fashion Revolution Turkey  

given that Turkey has a “secular” national culture and there are no internal survey-related data to 

definitively say that it does or does not occur (Abramson, & Moran, 2018, p. 384). Moreover, 

“some misunderstandings that are considered ‘cultural’ are in fact linguistic misunderstandings. 

Some misunderstandings that are considered ‘cultural’ are in fact based on inequality and 

taking recourse to ‘intercultural communication’ can serve to obfuscate relationships of global 

inequality and injustice. The Sapir–Whorf Hypothesis’ and the concept of linguistic relativity, 

stating that our language influences the way we see the world, and that our language makes 

different aspects of reality salient to us” (Pillar, 2007, p. 8-9). When Irem is communicating with 

volunteers her lens may be different than how volunteers see things based on cross-cultural 

communication. People have deeply rooted values that stem from education, religion, and how 

they were raised. It determines what in –group they belong to and the lens in which they see 

things. This can be described by linguistic determinism. “Language determinism is the idea that 

language shapes thought. Like semiotics, which argues that a single grammar exists prior to all 

human activity (although the grammar of semiotics is not strictly linguistic), these linguistic 

determinists say that the structures, hierarchies, and hidden associations of our individual 

human languages determine the conclusions that we reach in our logic, the aspirations of our 

lived lives, and all our emotional content” (Psychology Wiki, 2022). When volunteers quit it 

seems acceptable and common to save-face, but also creates misunderstandings.  

 

On the other hand, considering the fact that the “Sapir-Whorf hypothesis” clarifies that language 

impacts our perceptions of the world; the way that message on the website for prospective 

volunteers can be viewed in a negative light (Pillar, 2007, p. 8-9). An “real world evidence” of 

how it can impact the project pertains to the messages that are put out by Fashion Revolution’s 

general website which could be misinterpreted in another culture such as Turkey as it states that 

“due to high work volume, we are unable to respond to other requests for volunteers at this time. 

You can contact event [organizers] directly to offer assistance” (Fashion Revolution Foundation, 

n.d.; Northeastern University et al., 2022). As a result, the sponsor/recruiter/Irem and/or her 

internal teams plus team leads (i.e., internal stakeholders) must immediately correct this issue, as 

it could be interpreted in a negative light by audience members (i.e., prospective students or 

potential volunteers from the applicant population) within Turkey.  

 

  

https://www.fashionrevolution.org/about/contact/
https://www.fashionrevolution.org/about/contact/
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Exhibit 17: Additional “Cross-Cultural Concepts” Related Analysis (Northeastern 

University et al., 2022a). 

Cross-Cultural Communication factors influence behaviors, cultural values, attitudes, etc. These 

factors are evident based on Turkey’s cross-cultural communication which is defined by, “the 

[external] environment in which volunteers are working in is more individual especially in a 

collective and high-power distance culture where group work is more accepted. "Turkey is 

considered a collectivist culture where people are more group oriented. Emphasis is not 

individualistic but more group oriented. “We” is important, people belong to in-groups 

(families, clans or organisations) who look after each other in exchange for loyalty. 

Communication is indirect and the harmony of the group has to be maintained, open conflicts 

are avoided” (Hofstede Insights, 2022)” (as cited in Rekhson, 2022a). These factors affect 

business based on social norms and cultural factors. For example, in Turkey, “business Culture 

in Turkey is characterized by: business communication, business etiquette, business meeting 

etiquette, internship and student placements, cost of living, work-life-balance and social media 

guide” (Business Culture, 2022a). It is common for business relationships to occur through 

others. “Personal relationships in Turkey can help to create a network of acquaintances and third-

party introductions are important for building trusting relationships. So, existing relationships 

may be the starting point for getting to know other people as Turks may initially be hesitant to 

develop a business relationship with you, if you are not a family member or a part of a close 

circle of friends” (Business Culture, 2022b). Such common hierarchical business relationships 

are common as well in Turkey. ““The traditional managerial style in Turkey tends to be top 

down, not participatory. Managers are often expected to make most of the important decisions” 

(Aperian Global, 2022g). Subordinates think of Irem as their superior so they may look to her for 

approval. “Having strong interpersonal skills and showing sincerity in interactions with 

employees and colleagues is essential” (Aperian Global, 2022g). Building strong trustworthy 

and loyal relationships with volunteers could potentially help them to feel more connected with 

the mission increasing volunteer retention” (as cited in Rekhson, 2022b).  
 

  

https://businessculture.org/southern-europe/business-culture-in-turkey/business-communication-in-turkey/
https://businessculture.org/southern-europe/business-culture-in-turkey/business-etiquette-in-turkey/
https://businessculture.org/southern-europe/business-culture-in-turkey/meeting-etiquette-in-turkey/
https://businessculture.org/southern-europe/business-culture-in-turkey/meeting-etiquette-in-turkey/
https://businessculture.org/southern-europe/business-culture-in-turkey/internship-and-placement-in-turkey/
https://businessculture.org/southern-europe/business-culture-in-turkey/cost-of-living-in-turkey/
https://businessculture.org/southern-europe/business-culture-in-turkey/work-life-balance-in-turkey/
https://businessculture.org/southern-europe/business-culture-in-turkey/social-media-guide-for-turkey/
https://businessculture.org/southern-europe/business-culture-in-turkey/social-media-guide-for-turkey/
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Exhibit 18: Recognition and Appreciation Example 

For example, Monty thanks every organizational member in morning team huddles for all of the 

hard work of his Security team; with the team being highly diverse and made up persons from a 

wide-variety of similar plus contrasting national cultures; regardless of which, the one thing that 

every organizational member tends to appreciate is how much were always telling the team how 

much we appreciate them because they make up the soul of the company, without whom Green 

Leaf Security would not be where it is. We also buy our workers with regular lunches, offer 

incredibly high wages, benefits, opportunities and etc.; all of which helped maximize the 

employee value proposition; and virtually eliminated our turnover issues. However, the retention 

strategy of Fashion Revolution Turkey would need to be tailored for the non-profit and this 

includes identifying different means of maximizing the EVP offered to prospective volunteers, 

otherwise they will have no incentive to do any work assigned to them and may decide that it’s 

better to not do it or leave as clarified within the expectancy theory section above.  
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