Additional File 1: Selected theories relevant to study volunteering and CHVs’ performance
	Theory
	Theoretical premise 
	Intervention informed by the theories

	The social identity approach [1,2]
	Community influences social norms and priority needs of volunteers 
When a group identity is relevant to a volunteer and (s)he identifies as a group member, volunteers’ behaviour becomes subject to perceived group social norms and what is seen to be in the group’s interest 
	Stimulate a feeling of shared experiences and collective identity among volunteers
Promote the value of achieving CHV programme goals to the CHV collective
Clearly communicate the actions that lead to good and appropriate performance and promote the link between this performance and the distinctiveness of the CHV collective

	Empowerment theory [3]
Participatory education theory [4,5]

	Volunteering promotes individual storytelling, awareness and eventually critical consciousness, and offers potential for collective action
The horizontal process of peers (equals) talking among themselves and determining a course of action is key to the impact of peer education on behaviour change 
	Intensive support of volunteers in their development of leadership experience and skills
Assist volunteers in developing productive linkages within the community (community leaders, development committees, advisory groups, coordination and oversight bodies, etc.) and in promoting participatory activities in the community

	Adult and social learning theory [8]or social cognitive theory [6,7]
Key concept: self-efficacy [9]
	Change occurs when an individual has personal experience with a problem and helps develop the solution
As people engage in response behaviours, they develop a sense of self-efficacy from their experience
The more they develop a sense of self-efficacy, the more they will take on new responsibilities     

	Use methods, materials and resources for the volunteers during training and programme implementation that are adapted to the local context 
Develop learning objectives based on the learner’s needs, interests, and skill levels
Use training that is skill based and problem solving oriented
Setting small and achievable goals
Provide positive feedback on a specific task and reward for a task well done                 



	Knowledge transfer theory [10,11]







	Assumes that people engage in a set of rational activities, weigh all alternatives, and carefully scrutinise available evidence 
Knowledge can enhance practitioners’ autonomy, expand their role
People with fewer qualifications may adhere more strictly to simple clinical guidelines
Locally developed knowledge is more acceptable
Interactive and participatory approaches will influence the use 
	Provide simple tools to perform the tasks and adapted to local context
Develop clear and simple protocols with pre-agreed case definitions of tasks, based on evidence
Develop opportunities for interactive and participatory approaches 


	 Crowding theory [12]

	Extrinsic goals coming from outside the self, including salaries, can crowd out intrinsic motivation 
	Appropriate incentives: align context-specific expectations of community health volunteers, programme managers and policy makers for low attrition and high performance to be achieved

	Intrinsic motivation theory [13]
Public good model [14]
Private benefits model [15]
Impure altruist [16,17]

	People choose humanitarian aid work not because it provides them with material extrinsic rewards, but because it creates immaterial intrinsic rewards
Pure altruism: volunteers are driven by a desire for the well-being of the recipients 
Volunteers receive private benefits such as joy from the very act of volunteering 
Individuals are interested in both private and public benefits of volunteering
	Compensate for humanitarian aid work with non-financial incentives


	Maslow’s hierarchy of human needs theory of self-actualization and self- transcendence [18]

	Accounting for lower needs can improve recruitment and performance
Volunteerism is an activity that allows people to experience satisfaction of their psychological needs 


	Assist volunteers to make sure their physical and safety needs are met
Allow for participative approaches, stimulate interdependence among volunteers, identification with work groups and space for volunteers to meet their peers in order to develop committed volunteers

	Self-determination theory [19]
	Conditions supporting the individual’s experience of autonomy, competence and relatedness foster the most volitional and high quality forms of motivation and engagement for activities
Satisfaction of psychological needs will be associated with more effective performance and well-being

	Match the task to the volunteer’s functional motives 
Allow the volunteer to participate in the development of a programme 
Provide supportive supervision 
Allow interdependence among volunteers and identification with work groups 
Provide in-kind rewards, appropriate material and task support

	The functional approach [20]

	When volunteers’ important motivations for service are paired with features of the environment that allow them to actualise these motivations, then volunteers will be more satisfied and more likely to continue volunteering in the future
	Provide appropriate incentives
Match the volunteers’ functional motives to the activities that they are asked to perform

	Gift exchange and high performance Human Resource Management theory [21]
Private benefits model, investment model [22]
	Retention and performance will be higher and turnover lower in organisations with comparatively high investment in, and care for, employees
	Provide bundles of incentives, training skills 
Invest in support

	Social exchange theory [23]
	HRM practices influence the employees’ perceptions of organisational support, which in turn induce positive work attitudes and behaviours based on the norm of reciprocity
	Allow practices  such as career development opportunities, investment in training, etc. that signal the organisation’s commitment to their volunteers


	Equity theory [24]
	Employees expect equity between what they give to the organisation and what they receive in return
If employees feel that their inputs such as efforts, commitment, loyalty, trust, and enthusiasm for the organisation are fairly rewarded by financial and non-financial benefits or incentives, they remain motivated and continue to provide inputs towards higher productivity. Employees get de-motivated due to the perceived absence of such equity
	Provide bundles of incentives, training skills 
Invest in support

	Consistency theory [25]
	Practices need to be consistent for high retention and performance

	Guarantee internal consistency among different HRM practices
Guarantee contextual consistency between HRM practices and organisational context

	Organisational commitment [26]
	Organisational commitment contributes to better job-related attitudes, higher job satisfaction and better organisational performance. 
The type of organisational commitment that encompasses accepting the organisational goals, being committed to the organisation, and feeling engaged with and attached to the organisation appears to be facilitated by autonomous motivation (link with SDT theories)
	Develop institute practices that facilitate positive psychological links between organisational and employee goals


	Life span theory and life course theory [27]
	Volunteering can improve predictable life transitions at all stages of development and lead to significant life events that can change life trajectories for individuals and organizations.
Vvolunteering is associated with life course factors, and changes in these factors are related to participating, and to starting and stopping volunteering
Different factors affect volunteering at different life stages, so some factors may be particularly important in the middle adult years, and other factors which may be more important in later adulthood and in retirement
Volunteering can help teenagers develop positive self-identities 
By volunteering, people can feel useful to the society and gain an overall sense of integrity about their lives.
	Recruitment: allow enough time to listen to volunteers
Appropriate incentives: provide appropriate incentives according to the life stage of the volunteersalign context-specific expectations of community health volunteers, programme managers, and policy makers for low attrition and high performance to be achieved

	The three stage of volunteer duration [28]
The volunteer stages and transition model [29]

	Different factors explain volunteer retention and attitude depending on how long a volunteer has been with the organisation 
Satisfaction of initial motives is a better predictor of retention in the short term, one’s commitment to the organisation and how much one identifies with it predict long term retention
	Foster-managerial practices that cater to the immediate expectations of a volunteer in the short term, while ensuring the development of organisational commitment in the medium term, and the development of role identity in the long term
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