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Abstract 

COVID-19 has changed U.S. culture and negatively affected society worldwide, 

especially nonprofit organizations that provide community service. Since the pandemic, 

nonprofit agencies encountered many hardships, especially with the loss of personnel, 

primarily volunteers. The present study focused on implementing ways to improve 

recruitment and retention of volunteers for nonprofit organizations in the post-pandemic 

era through strategic planning. A qualitative approach was deemed the most feasible to 

conduct this study. This study utilized a SWOT analysis approach, a method of strategic 

planning used to collect data. A total of 10 interviews were conducted to explore the 

strengths, weaknesses, opportunities, and threats regarding recruitment and retention of 

volunteer and the strategies nonprofit organizations can employ to improve recruitment 

and retention of volunteers in the post-pandemic era. Based on the results from interviews 

using thematic analysis to determine the SWOT, the data collected in this study was used 

to draw conclusions and make recommendations of what strategies to employ for positive 

social change in order to improve recruitment and retention of volunteers to meet current 

organizational demands. The deliverables in the form of a recommendations memo 

contained the results from the interviews from the analysis and recommendations related 

to the strategic plan for improving the recruitment and retention of volunteers.   
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Section 1: Introduction 

Over the years, nonprofit organizations have provided extensive care and services 

to those needing assistance within their communities. Nonprofit organizations are second 

responders addressing crises and aiding those in need (Detrick et al., 2020). Most 

organizations provide services such as rental assistance, case management, medical, and 

even food assistance. But in 2019, COVID-19 impacted how nonprofit organizations 

administer care and services to their consumers, making operating at maximum capacity 

difficult (Hamouche, 2021; Johnson et al., 2021). One of the issues public service 

organizations face since the pandemic is the retention and recruitment of volunteers to 

render services and carry out the organization’s mission. The pandemic strained how 

organizations render community support services, causing them to see a decline in 

personnel who either worked or volunteered for the agency (Prentice et al., 2020). This 

section provides an in-depth overview and background of an organization currently 

experiencing low retention and recruitment rates of volunteers in the post-pandemic era. 

This section also describes the purpose of this study and its importance to the 

organization.  

Organizational Background and Problem Statement 

Nonprofit organizations worldwide have provided community support and 

resources to citizens within their communities. A nonprofit organization located in 

Kentucky serves adults and families of all age groups, regardless of race, ethnicity, 

background, and familial status, in the Hardin County area who experience hardships 

struggling to make ends meet. The organization provides supportive services such as a 
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food pantry for those who need food, clothing, household assistance, medical 

transportation, and other necessities within the community and surrounding areas. 

However, the organization suffered a significant loss in the retention and recruitment of 

volunteers who assist with providing services to patrons who seek services from the 

organization. The organization started with 30 volunteers who offered their time to help 

the organization since COVID-19. As of today, only five volunteers currently support the 

organization. As a result, the pandemic made it difficult for the organization to meet 

current demands and carry out its mission.  

The organizational structure includes but is not limited to the executive director, 

executive assistant, office manager, case manager, and warehouse manager. In addition to 

the personnel, the agency has volunteers who devote their time without pay to help the 

organization fulfill its mission. The nonprofit organization offers flexible hours, allowing 

everyone to volunteer for the organization and help make a difference in the lives of their 

consumers. But today, the organization continues to experience problems with 

maintaining and recruiting volunteers, causing current workers and management to 

perform multiple duties to fill in the gaps. This problem continues to occur for the 

organization even after the pandemic. The administrative study’s purpose was to help the 

organization improve recruiting and retaining volunteers. The deliverables, in the form of 

a recommendations memo for this study, came from the SWOT analysis results and can 

aid the organization and other nonprofits in developing a strategic plan to improve 

recruiting and retaining volunteers.  
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Purpose 

This qualitative study aimed to determine the strengths, weaknesses, 

opportunities, and threats to prepare a strategic plan for an organization regarding the 

recruitment and retention of volunteers. The SWOT analysis helped answer the research 

questions for this study (RQ): 

• RQ 1: What are the strengths, weaknesses, opportunities, and threats of the 

organization regarding recruiting and retaining volunteers? 

• RQ 2: Based on the SWOT, what strategies can the organization employ to 

improve the recruitment and retention of volunteers?  

The findings presented in this study provide insight into how to improve in recruiting and 

retaining volunteers who desire to help the organization meet societal demands. The 

deliverables in the form of a recommendations memo contain the results from the 

interviews regarding the SWOT analysis and recommendations related to the strategic 

plan for improving the recruitment and retention of volunteers.  

Summary of Data Sources and Analysis 

I used a qualitative approach to collect and analyze data for this study. A SWOT 

analysis was used to assess and identify what the agency does well and needs to improve 

when recruiting and retaining volunteers. I interviewed upper management, including the 

CEO, director, and program manager, to collect data for this study. I also interviewed 

other personnel, which includes volunteers, to determine the SWOT when recruiting and 

retaining volunteers. Once completed, I conducted a thematic analysis based on the 

SWOT analysis about recruiting and retaining volunteers, explained in Section 3. The 
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purpose of this qualitative study was to determine the SWOT of the organization to 

develop a strategic plan to improve recruiting and retaining volunteers. The deliverables 

in the form of a recommendations memo from this study guided a strategic plan on how 

the organization can improve its processes in recruiting and retaining volunteers.  

Definitions 

The following terms listed in this study are addressed and identified for this 

qualitative study on volunteer recruitment and retention. 

COVID-19: Also known as the coronavirus, is an infectious disease derived from 

the SARS-CoV-2 virus that began in China, affecting the human body, especially the 

respiratory system (Johnson et al., 2021).  

Nonprofit: An agency that does not receive funds for compensation or profit 

designed to serve and provide community services (Bezboruah & Carpenter, 2020). 

Pandemic: An infectious disease spreading across vast regions around the world 

impacting our society (Sadiq & Kessa, 2020).  

Retention: The ability of an organization to maintain employees and ensure 

feasibility for a company (Kaur et al., 2022).  

Recruitment: The process of seeking and hiring prospects or personnel to fulfill a 

specific task or job within an agency.  

Strategic planning: When companies outline the necessary steps to achieve goals 

and improve an organization's internal and external quality (Brosan & Levin, 2017).  

SWOT Analysis: A form of strategic planning used to assess an organization's 

strengths, weaknesses, opportunities, and threats to make improvements within the 
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company (Shvardak, 2021).  

Volunteer: An individual who devotes part-time or full-time time to a company 

without compensation (Warburton et al., 2018).  

Significance 

This qualitative study is significant in that since the COVID-19 pandemic, 

nonprofit organizations continue to struggle with retention rates to meet both 

organizational and consumer demands. A SWOT analysis, a form of strategic planning, 

provides public service organizations with an understanding of various approaches an 

organization should consider when addressing the retention of employees and volunteers 

in the post-pandemic era, holding insight into how other organizations can use the same 

or even similar techniques to increase retention rates in the post-pandemic era. 

Implications for social change include finding innovative ways to improve recruitment 

and retention of volunteers by using strategic planning.  

Summary 

In this section, I provided an overview of a problem that an organization has been 

experiencing since COVID-19. As a result of the pandemic, nonprofit organizations 

continue to face issues with recruiting and retaining volunteers to meet organizational 

demands. I provided an outline of key terms related to the topic as supporting evidence to 

align with the study and selected research design to make this study feasible. I provided 

an outline of the data collection sources on accessing data from nonprofit organizations 

regarding the impact of COVID-19 and the impact the virus had nonprofit organizations 

in addition to assessing past and current strategies organizations used to recruit and retain 
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volunteers in the post-pandemic era, setting the foundation of conducting the study on 

finding strategies to improve recruitment and retention for nonprofits. Section 2 will 

provide an overview of the conceptual framework and supporting literature that aligns 

with this research study on recruiting and retaining volunteers in the post-pandemic era.  
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Section 2: Conceptual Framework and Relevant Literature 

Since the COVID-19 pandemic, nonprofit organizations continue to experience 

issues with retaining and recruiting volunteers. This qualitative study aimed to determine 

the organization’s strengths, weaknesses, opportunities, and threats and prepare a 

strategic plan to improve recruiting and retaining volunteers. Interviews were conducted 

with questions about improving recruitment and retention for the company and all 

nonprofit organizations, and data were analyzed with a SWOT analysis. The literature 

provided evidence of how a SWOT analysis helps enhance organizational problems such 

as retention and recruitment in the nonprofit sector. In addition, the literature served as 

supporting evidence as to why a SWOT analysis under the strategic planning umbrella 

fits this study. The following sections comprise the literature search strategy and an 

exhaustive literature review of sources used as supportive evidence for why this study 

was necessary. 

Literature Search Strategy 

The literature review consisted of resources obtained from the Walden University 

Library. Databases such as ProQuest and ProQuest Central, ScholarWorks, and Google 

Scholar, in addition to SAGE Journals, SocINDEX with Full Text, and Public 

Administration Abstracts, were utilized in obtaining relevant literature and resources 

significant to the study. The key terms used to find appropriate literature included 

recruitment, retention, COVID-19, nonprofit, strategic planning, SWOT analysis, and 

volunteers. Scholarly peer-reviewed literature for this study was obtained from various 

databases dating from 2018, as it relates to using a SWOT analysis for the conceptual 
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framework and fundamental concepts of the study. The literature supports the rationale 

for why a SWOT analysis is most feasible to resolve an organizational problem, 

fortifying the key concepts mentioned in the study. The literature aligns with the study in 

support of the rationale to use strategic planning to improve retention rates for public 

service organizations. The critical aspects of the literature highlight the significance of 

the study and why a SWOT analysis is the appropriate conceptual approach for this study 

to assist organizations in improving recruitment and retention of volunteers.  

Conceptual Framework 

The conceptual framework for this study consists of using strategic planning to 

develop ways to retain and attract more volunteers to dedicate time to nonprofit 

organizations since the pandemic by using a SWOT analysis. Strategic planning is a 

process used by organizations to identify a vision for the future regarding organizational 

goals and anticipated outcomes for an organization (Brosan & Levin, 2017). Strategic 

planning, also known as scientific management, was developed by Frederick Taylor 

around the early 1900s. Taylor (1911) implemented ways in which strategic planning can 

benefit organizations to serve society better, helping enhance organizational productivity 

and improve marketability for organizations. He outlined four principles of scientific 

management science—harmony, cooperation, and development—which organizations 

should implement to improve workplace processes. Using strategic planning helps 

management assess organizational inputs and outputs to find ways to strengthen 

auxiliaries better to meet societal demands (Taylor, 1911). Organizations continue to use 

strategic planning, especially nonprofits, to revamp programming and enhance 
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organizational inputs and outputs to serve better and provide quality care within our 

communities.  

Recent studies exemplify how management continues to use strategic planning in 

the public and private sectors. Strategic planning is imperative to the workplace 

environment, as it assists management in decision-making to improve organizational 

inputs and outputs to meet current societal demands (Gomes & Berman, 2020; Rasouli et 

al., 2020). A strategic plan is beneficial in executing proposed recommendations to help 

an organization improve in the quality of service and the overall structure of an 

organization, also helping an organization become more marketable among its 

competitors (Hinton, 2022; Rizki et al., 2021). Good strategic planning proposes many 

benefits, such as increased profits and marketability, including ways to improve 

recruitment and retention by having a well-developed strategic plan (Kaybei, 2019). For 

example, offering incentives attracts potential personnel and is essential in retaining 

current staff to motivate people to join or stay with an organization (Slatten et al., 2021). 

However, although strategic planning is effective, in most cases, more is required in 

addition to using strategic planning to improve and increase organizational effectiveness 

(George et al., 2019). Regardless, strategic planning not only helps to aid in the structural 

development of organizational processes and procedures but also helps make decision-

making easier for management to make sound decisions when making changes to 

improve an organization’s overall quality and fit current trends and processes in society.  

SWOT Analysis  

One of the most effective and efficient methods under the strategic planning 
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umbrella is a SWOT analysis. A SWOT analysis is a conceptual framework used to 

develop a strategy to improve the overall quality of organizational processes and 

auxiliaries (Berry, 2018) by outlining the strengths, weaknesses, opportunities, and 

threats to improve services for a public service organization (Shvardak, 2021; Wardhani 

& Dini, 2020; see Figure 1). Its evolution and development have improved how 

management makes decisions to meet societal demands.  

Figure 1 

SWOT Analysis 

 
 

Albert Humphrey and other contributors developed the SWOT analysis in the 

1960s to strategically analyze organizational processes and procedures to implement 

organizational improvements (Humphrey, 2005). Humphrey wanted to retrospectively 

assess internal and external organizational processes and procedures relative to 

competitors and current societal demands. Once called the SOFT approach, the SWOT 

analysis consists of four domains: strengths, weaknesses, opportunities, and threats 
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(Humphrey, 2005). The different sections of a SWOT analysis help organizations 

brainstorm and outline company auxiliaries (Ding, 2022). Most agencies use a SWOT 

analysis because it is cost-effective and helps an organization improve and resolve issues 

that an agency may experience (Harrikan et al., 2021). 

The strengths portion of the analysis assesses what an entity has done well and 

currently does well (Bakshandeh et al., 2021). Knowing the strong points of an 

organization can help a company understand where they stand currently regarding 

recruiting and retaining volunteers (Bakshandeh et al., 2021). However, weaknesses 

determine what an entity does not do well or present shortcomings (Gorel, 2020). The 

weaknesses provide a snapshot of the low areas that need improvement. The weaknesses 

present issues a nonprofit organization is experiencing and need improvement. 

Weaknesses also identify the limitations an organization experiences and what needs to 

be improved (Berry, 2018).  

Opportunities outline the need for change and what the agency has not 

incorporated into its daily processes. The opportunities section of the SWOT analysis 

lists potential advancements that an organization could incorporate to improve and 

address issues that occur within an organization, especially for nonprofits (Keshta et al., 

2018). This section also includes potential external factors that may result in higher 

advancement and opportunities to boost competitiveness against other agencies that may 

experience the same issues (Keshta et al., 2018). Despite the opportunities, the threats in 

the SWOT analysis list the internal and external dangers when making improvements to 

resolve organizational issues (Harrikari et al., 2021). Assessing this category increases 
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awareness in the decision-making process. Still, in recruitment and retention, the threats 

category can guide agencies on what to do or avoid when looking for workers (Harrikari 

et al., 2021).  

Different studies have focused on using and implementing a SWOT analysis and 

how this tool is effective in organizational planning and processes. Putri (2020) used a 

SWOT analysis to implement new programs for an organization and ways to improve 

recruitment and retention should the program come to fruition, determining that 

implementing a census program and recruiting highly trained personnel would warrant 

higher data quality rates and make improvements within the organization. Friedman 

(2021) similarly applied a SWOT analysis to recruit and retain volunteers after the 

pandemic (Friedman, 2021). Regarding the current study on improving recruitment and 

retention for nonprofit organizations in the post-pandemic era, a SWOT analysis is a 

beneficial tool that can aid management in the strategic planning process of guiding to 

develop a disposition on how to improve recruitment and retaining of volunteers for not-

for-profit organizations (David et al., 2019). A SWOT analysis aids in helping nonprofit 

organizations brainstorm, making a collaborative effort to make improvements related to 

improving recruitment and retention for nonprofits (Berry, 2018).  

Literature Review for the Study 

This section contains an exhaustive literature review of critical concepts 

consistent with this study. An overview of key concepts on nonprofits, COVID-19, and 

volunteers, in addition to recruitment and retention, are discussed and identified. This 

section outlines the fundamental concepts of nonprofits, volunteers, recruitment, and 
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retention. The literature review serves as supporting evidence related to the study, 

validating why the topic of recruitment and retention of volunteers in the post-pandemic 

era is warranted.  

Nonprofit  

Nonprofit organizations have been instrumental in caring for and making 

improvements within communities. A nonprofit or not-for-profit- is a tax-exempt entity 

that provides services to the public (Carroll, 2018). Nonprofit organizations are funded 

through grants and contributions or donations by their stakeholders (Lee, 2019). The 

structure is to prevent financial and personal gain, not require paying taxes and granted 

tax-deductible status (Carroll, 2018). Examples of nonprofits or not-for-profit 

organizations include charities, foundations, human social service agencies, and 

educational organizations within our communities (Caroll, 2018). 

To date, most nonprofit organizations are primarily funded by the government, 

providing extensive auxiliaries such as food banks, financial assistance, medical care, and 

other services needed for human survival. Organizations collaborating with the 

government improve the overall organizational quality of services, enhancing the 

experiences of consumers who seek services (Tu, 201). But nonprofit organizations strive 

to strengthen local communities and provide support not offered by the government 

(Bartosova &Podhorska, 2021). Nonprofits also rely on public trust, such as charitable 

donations and support (Becker et al., 2020). Without trust and support from the public, 

nonprofit organizations would not successfully fulfill their mission and vision, which is 

to help those in need and unify communities (Becker et al., 2020). With continued 
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support and relationship building from outside stakeholders, nonprofit organizations 

continue to be the driving force in addressing societal issues and meeting the high 

demands of patrons who seek services from the organization. Nonprofits help to improve 

and stabilize economic well-being, justifying that nonprofit organizations are a necessity 

for communities (Bartosova & Podhorska, 2021).  

COVID-19 

Society has changed drastically over the past several years due to a pandemic that 

impacted our culture, known as COVID-19. COVID-19, also known as the coronavirus, 

is an infectious disease that attacks the human body’s respiratory system (Morens et al., 

2020).   Sadiq & Kess (2020) present that the first reported case was found in China (p. 

635). The virus intensified, infecting citizens in China and worldwide, resulting in a 

worldwide pandemic (Sadiq & Kess, 2020). The symptoms of the virus include 

similarities to the flu but more severe. These include fevers, chills, body aches, cough, 

shortness of breath, and even loss of taste and smell.  

COVID-19 mainly targets those most prone to infections: middle-aged adults and 

seniors. This population experiences the most difficulty fighting the virus because of 

body wear and tear from age and uncompromised immune systems (Morens et al., 2020). 

As of today, according to the CDC, there have been a total of 1,127,928 deaths related to 

COVID and counting (Centers for Disease Control and Prevention, n.d.). In addition to 

the death rate associated with COVID, the number of hospitalizations continues to 

increase, and so do those who desire to become vaccinated (Allan et al., 2022). As of 

May 2023, there have been a total of 6,143,551 admitted to the hospital for care, and 
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54,478,510 people have received the vaccine, with more cases improving in vaccinations 

by the day (Centers for Disease Control and Prevention, n.d.).  

With the advancement of the disease, COVID-19 changed our society, altering 

our lives. The virus caused a worldwide shutdown and limited gatherings of individuals 

in public places (Dederichs, 2022). The government prohibited many individuals by 

limiting workplace personnel to prevent the disease from spreading. A mandated mask 

implementation was issued to help stop the virus's spread and protect those from being 

infected with COVID-19 (Stuart et al., 2021). Stores had a limit on how many customers 

could enter to shop for products, outlining markers that hit the six-foot recommendation 

of how far people should stay apart (Kuenzi et al., 2021).   

To prevent the spread of the virus, contributing medical personnel developed a 

series of vaccines to help protect citizens from contracting the virus (Lachance, 2021). 

The vaccine consisted of a two-part series where citizens had to have two shots in the arm 

but in different sessions. Although vaccines help fight the virus and protect people 

worldwide, new strands of the virus have developed, causing more problematic issues for 

health professionals to treat the virus (Kuenzi et al., 2021). With this, the scientists 

developed boosters designed to increase the effects of the vaccines, providing additional 

protection for the human body (Allan et al., 2022). Today, more citizens continue to get 

vaccinated against the virus, and those who are vaccinated receive additional boosters to 

fight against the virus.  

Volunteers 

To date, many nonprofits have successfully met the societal demands of 
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consumers not only because of the employees but also because of the organization's 

dedicated volunteers. Volunteers play an essential role in the overall functions of an 

organization, especially for nonprofits.  A volunteer devotes their time to assisting 

organizations performing tasks without pay. For most nonprofits, volunteers are essential 

in carrying out duties such as distributing food, taking care of administrative 

responsibilities, setting up events, and other necessary functions that an organization may 

need to meet societal demands. Despite not getting paid for their time and labor, 

volunteers continue to support and assist nonprofits in providing services within our 

communities. 

Volunteers perform essential roles that are essential to the outputs and mission of 

an organization. Different studies outline roles that volunteers may play to fulfill needs 

and demands within an organization, explaining why volunteers are essential and in 

demand. There are various reasons as to why one may devote time without compensation. 

There have been studies that outline possible reasons why people give their time. Same et 

al. (2020) surveyed what motivates one to volunteer. The study consisted of 18 

individuals who volunteered their time and found various reasons why one does work for 

no pay (Same et al., 2020). The findings presented that purpose and belonging are why 

people volunteer (Same et al., 2020). Based on this, most people volunteer because they 

may feel abandoned and have no one to talk to. By devoting time and giving back by 

interacting with others, volunteers feel as if they are part of something, bringing them 

meaning (Same et al., 2020). In addition to this, volunteering brings not only meaning but 

also promotes unity within our communities. 
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Janus & Misiorek (2019) studied why people want to help and offer their time to 

others. The researchers conducted a study of 51 people who participated in a survey on 

why they help those with a physical impairment (Janus & Misiorek, 2019).  One of the 

primary motives behind volunteering is that the participants desire to help someone with 

a disability who cannot experience all of life and has somewhat of a taste for what life is. 

Helping someone less fortunate or with a disability to experience life is a factor that 

motivates one to volunteer their time (Janus & Misiorek, 2019). In doing this, volunteers 

find joy in knowing that they have helped someone incapable of performing duties or 

living life and have somewhat of an experience in being able to do things they desire to 

do in life. 

In another study, Tierney & Mahtani (2020) surveyed volunteering during the 

COVID-19 pandemic. They studied why people volunteered during a crisis like COVID-

19 when the world was undergoing a shutdown, changing our society. They found that 

volunteering improves social well-being because COVID-19 impacted our society 

mentally (Tierney & Mahtani, 2020). They believed volunteering and doing for others 

takes one’s mind off pressing issues. Volunteering and staying during a crisis by 

interacting with others is a way to get a sense of stress and reduce mental health issues 

that one may be experiencing during a time of need (Tierney & Mahtani, 2020).  

Recruitment  

Recruitment is essential in ensuring adequate personnel to perform specific tasks 

for an organization to function and render services. Anand et al. (2018) define 

recruitment as finding internal and external candidates of employees and volunteers to 
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fulfill job functions within an organization. Recruitment involves screening potential 

candidates suitable for an organization's role. Methods of recruitment consist of things 

such as job fairs, interviews, and billboard postings. Anand et al. (2018) conducted a 

study on recruitment and its impact on organizations. The researchers of this study 

explain how recruiting employees and volunteers can be costly and effective but helps 

improve workplace effectiveness (Anand et al., 2018).  

Hamza et al. (2021) identify recruitment as seeking qualified prospects to help 

achieve organizational goals and demands. The researchers presented that recruitment is 

one of the main functions of human resources in attracting and hiring prospects for an 

organization. In their study, Hamza et al. (2021) outline the importance of the recruitment 

process and how essential recruitment is to organizational growth and to be more 

competitive when attracting potential candidates to apply for open positions. In addition, 

researchers of this study stated that organizations have a different recruitment process 

that is distinctive from their competitors to attract new prospects (Hamza, 2021). As a 

result, the researcher found that an organization with a solid recruitment process would 

fill more positions, increasing overall effectiveness and productivity (Hamza, 2021).  

Hopkins and Dowell (2022) conducted a study on nonprofit organizational 

recruitment related to strategies for attracting both young and old volunteers. This study 

aims to analyze how recruitment impacts different age groups. The researchers studied 

the motivations for volunteering. Hopkins and Dowell (2022) found that rewards for 

volunteering are a motivating factor as to why people volunteer, especially the younger 

generation. As a result, Hopkins and Dowell (2022) proposed that nonprofit organizations 
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with a sound strategic recruitment plan will gain personnel and volunteers by offering 

small incentives tailored for each age group.  

In addition, Febriani & Selamet (2020) studied college students' intentions to 

volunteer. The researchers examined how the branding of nonprofit organizations 

impacts why people intend to volunteer. The quantitative study of 133 participants shows 

an organization's different branding techniques to attract volunteers to devote their time 

to helping a nonprofit organization (Febriani & Selamet, 2020). The researchers also 

found that the organizational brand significantly impacted how different age groups 

wanted to volunteer. As a result, the researchers conclude that volunteers are often 

attracted to an organization depending on the brand of the organization, sparking the 

interest of potential prospects who desire to volunteer for an organization (Febriani & 

Selamet, 2020).  

Recruitment plays a role in improving organizational structure and processes and 

addressing issues within an organization, such as staff shortages. Hildebrandt et al. 

(2022) studied staffing shortages during the COVID-19 pandemic for long-term care 

workers. The pandemic caused shortages because the virus spread sporadically, causing 

an overflow of hospital patients and impacting those currently in long-term care facilities 

(Hildebrandt, 2022). They found that through extensive recruitment, hospitals and 

organizations could stay afloat to meet current societal issues and demands.  

Kusu & Balaji (2020) conducted a study on recruitment and selection for a 

nonprofit organization. The researchers studied how recruitment impacts organizational 

processes and outcomes in this study. The researchers observed organizational 
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recruitment practices and their effects on productivity and effectiveness. Kusu & Balaji 

(2020) noted that through effective and innovative recruitment, companies can attract a 

vast number of potential candidates attracting them to an organization, allowing 

management to fill positions, and organizations can see improvements in the auxiliary 

performance within an organization through extensive and creative recruitment (Kusu & 

Balaji, 2020).   

Chowdhury & Septianto (2023) conducted a study concerning recruiting 

volunteers. The researchers surveyed how hope and courage relate to volunteering amid 

fear. The researchers presented that sending a message of encouragement and hope 

empowers one to volunteer. When one is empowered and encouraged to volunteer, 

volunteers are more prone to wanting to participate in the organization's mission 

(Chowdhury et al., 2023). Chowdhury et al. (2020) found that integral hope leads to more 

intentions of volunteering, but integral and incidental hope motivates people to volunteer.  

Recruitment is essential in ensuring that an organization has sufficient staff. Aliyu 

(2021) studied the impacts of recruitment for an organization. The researcher identified 

how recruitment is the essential function of human resources and its significance on 

company growth (Aliyu, 2021). Aliyu (2021) found that recruiting qualified candidates to 

perform duties and fill positions improves the overall quality of services and constitutes 

growth and expansion for an organization. In addition, the researcher found that 

recruiting new personnel to an organization prevents burnout of current staff and 

personnel, improving the quality of life and well-being of workers within the company.  

For an organization to recruit volunteers, management must have a concrete 
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process of attracting volunteers to an organization. One strategy to recruit volunteers is to 

make interest forms. Boysen (2020) mentions that making interest forms allows an 

organization to connect with prospective volunteers who desire to dedicate time to 

helping nonprofit agencies. Also, this lets recruiters know why one is interested and 

motivated to want to volunteer for a nonprofit organization (Boysen, 2020). Volunteer 

interest forms inform recruiters of what interests a potential volunteer has when inquiring 

about open positions for recruitment, allowing recruiters to know which candidate would 

be a match for the organization to fulfill the organization's requirements regarding 

volunteering (Boysen, 2020).  

Questionnaires are also beneficial in allowing one to know who would be the best 

fit to perform certain functions and tasks. Venzin (2021) also mentions the importance of 

having a volunteer form or an application questionnaire. The author mentions that 

questionnaires let management and recruiters know prospective volunteers' strengths, 

weaknesses, and interests (Venzin, 2021). Also, questionnaires help recruiters determine 

which volunteers would be a great fit to perform specific job duties and functions that an 

organization needs to fulfill its mission and provide services to its consumers.  

Boysen (2020) also mentions another strategy to recruit volunteers: making 

volunteering feasible and possible for all age groups regardless of race, gender, disability, 

and background. Boysen (2020) explains that making volunteering accessible to everyone 

warrants the ability for an organization to work with and get to know a diverse group of 

people. In the article, the author explains that there will be increased completed tasks by 

making volunteering open for everyone because everyone works differently, and having a 
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diverse group of volunteers promotes productivity (Boysen, 2020). By promoting 

diversity, organizations can increase job satisfaction and attract more volunteers because 

of the workplace environment.  

Volunteer engagement is another strategy for attracting volunteers who want to 

devote time to an organization. Arnon et al. (2023) studied volunteer engagement in the 

nonprofit sector. Engageability involves assessing how one engages employees and 

volunteers effectively (Arnon et al., 2023). Engageability also includes knowing what 

attracts personnel to want to work or volunteer for the agency, in addition to 

understanding their strengths and weaknesses. In this study, the researchers present how 

engageability maximizes and brings out the best in volunteers and effectively exercises 

one’s gifts and talents through engagement (Arnon et al., 2023). Engaging volunteers 

increases productivity, and organizations can maintain and keep volunteers on board 

because volunteers feel valued and have a sense of belonging. Management takes time to 

engage and work with volunteers on a more personable level (Arnon et al., 2020).  

Having a volunteer orientation is another method that one can use to attract 

volunteers. Schroeder (2021) explains that conducting open meetings for volunteers can 

be a way for volunteers to learn about the organization and the need for volunteers. The 

author explains that during these sessions and open house meetings, recruiters provide 

volunteers with an overview of what tasks to complete and what the job entails. By 

having open house meetings and providing this information, volunteers are more prone to 

accept or decline whether they want to volunteer (Schroeder, 2021). These open meetings 

set the foundation for gaining more personnel, especially volunteers, to accomplish an 
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organization's functions and mission.  

Setting expectations is another way to recruit volunteers. Sandage (2020) explains 

that developing clear guidelines and regulations is a way to enhance the volunteers' 

understanding of what is expected of them when aiding the organization. The author also 

mentions that developing guidelines inform potential volunteers of the tasks. This 

knowledge allows volunteers to decide whether to volunteer (Sandage, 2020). Being 

honest and transparent with volunteers by developing guidelines and expectations 

prevents issues between the organization and volunteers because the volunteers know the 

expectations ahead of time. Sandage (2020) states that making guidelines available 

protects the agency from being sued or having legal actions pursued against them because 

the volunteers know the expectations and what they signed in the contract before the 

volunteering assignment begins.  

Dunlop et al. (2022) also mention setting expectations during volunteer 

recruitment. In this study, the researchers explain that the organization and volunteers 

must agree upon the expectations before one devotes time to help an organization. In this 

study, the researchers studied how expectations determine if a volunteer would continue 

to spend time based on the first-day experience. They also learned how a volunteer’s first 

day on the job exceeds and meets their expectations (Dunlop et al., 2022). They found 

that if the guidelines and organizational processes meet the volunteers’ expectations, they 

will likely want to continue participating in the organization’s mission.   

Retention  

Retention, on the other hand, is different from recruitment because it involves 
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maintaining personnel for an organization. Windon et al. (2022) define retention as 

maintaining and keeping personnel to reduce organizational or entity turnover. Windon et 

al. studied retention by conducting a quantitative study on the importance of retention and 

its impact during the pandemic. They obtained the perspectives from organizational 

leaders regarding volunteer retention (Windon et al., 2022). The researchers found that 

volunteer retention is necessary because volunteers play a prominent role in helping 

nonprofit organizations meet societal demands and help reduce employees' workload 

(Windon et al., 2022). They also found that the retention of volunteers brings about 

workplace satisfaction as it pertains to the retention of volunteers for an organization by 

boosting workplace productivity (Windon et al., 2022). 

In another study, Stefanik et al. (2020) studied the importance of retention during 

strenuous times. Their study involved volunteer retention and why it is crucial to 

maintain volunteers during times of need and in vicarious situations such as COVID-19 

(Stefanik, 2020). They asserted that retention is essential for organizations because it 

bridges the gap if staffing is shortfall, picking up the slack where actual personnel should 

be. Stefanik et al. (2020) noted that organizations must strategically retain personnel in 

the workplace environment to maintain volunteers.  

Kappaelides et al. (2020) conducted another study on personnel retention in the 

workplace. Their research studied how personnel is essential within an organization and 

found innovative ways to retain personnel, especially volunteers, in the workplace 

(Kappaelides et al., 2020). The researchers also assessed the importance of volunteers by 

gaining perspectives on why people stay and volunteer. As a result, the researchers 
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determined factors that warrant volunteer retention and implemented ways to keep and 

maintain volunteers with the organization. Such factors include flexible hours, incentives 

for assisting, and an environment where everyone is treated equally (Kappaelides et al., 

2020).  

Clausen (2022) studied how funding plays a role in not only the recruitment of 

volunteers but mainly focuses on the retention of volunteers. The researcher conducted a 

quantitative analysis to examine the relationship between funding and the number of 

volunteers (Clausen, 2022). The results presented a strong relationship between funding 

and the number of volunteers an organization can retain or attract. The researcher 

concluded that the more funding an organization has, the more an organization can recruit  

and retain volunteers (Clausen, 2022). Funding is essential in determining how many 

volunteers an organization can afford to help carry out organizational functions.  

Almas et al. (2020) studied how transformational leadership impacts volunteer 

retention in the nonprofit sector. Transformational leadership promotes and warrants 

employee enhancement regarding job performance, encouraging one to be innovative and 

creative (Almas et al., 2020). As this pertains to volunteer retention, the researchers 

studied how having a transformational leadership style plays a factor in volunteers 

wanting to remain and continue to assist an organization. With a sample size of 417 

volunteers across numerous nonprofit agencies, the researchers found , based on the 

regression analysis conducted, that when volunteer coordinators have a transformative 

leadership style, volunteers are prone to stay with the organization where they volunteer 

(Almas et al., 2020). A transformative leadership style promotes job satisfaction, so 
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volunteers remain with the organization.  

Chen et al. (2020) studied volunteer retention and how volunteers influence 

organizational performance. The researchers analyzed the dropout rates of trained 

volunteer group leaders versus those who stayed with the organization to continue 

volunteering (Chen et al., 2020). They found that most remaining volunteers are female, 

educated, and passionate about volunteering. Volunteers trained and equipped to perform 

job duties will likely stay with the organization and continue volunteering (Chen et al., 

2020). They recommended that training volunteers will increase the chances of 

volunteers continuing to grow their passion for staying with an organization (Chen et al., 

2020). 

Cho et al. (2020) studied the relationships between volunteer management versus 

volunteer intent to stay with an organization. The study examined the effects of volunteer 

management and the role of volunteer job satisfaction. They found that positive 

management practices, which include rewarding and recognizing volunteers, promote 

volunteer retention for a nonprofit organization (Cho et al., 2020). The researchers also 

concluded that effective volunteer management sets the foundation for future volunteer 

retention (Cho et al., 2020).  

Although volunteers do not get paid employees to perform specific tasks, 

organizational management, and volunteer recruiters can present positive aspects of why 

volunteering is important. Faletehan & Van Burg (2023) present that if one volunteers, 

they will receive blessings from their higher power or the universe. Geared toward 

religious volunteers, the researchers studied how transcendental rewards influence 
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volunteer retention (Faletehan & Van Burg, 2023). They found that those with religious 

beliefs tend to volunteer and stay because of the belief that their higher power would 

reward their work both spiritually and naturally for devoting time spent to a cause and 

without pay (Faletehan & Van Burg, 2023). Those who volunteer and stay with the 

organization tend to believe that it is the right thing to do and that it is a requirement set 

forth by their higher power.  

Dunn et al. (2022a) conducted a study on factors and characteristics that warrant 

the retention of volunteers. The researchers conducted a study by conducting interviews 

across multiple nonprofit organizations interviewing their volunteers. Based on the 

responses given in the study, the researchers found that understanding the job functions, 

sense of connection and the passion for volunteering, the organizational brand and 

mission, job satisfaction, and social norms are a few factors that warrant volunteer 

retention (Dunn, 2022a). Understanding these factors helps management continue to 

promote effective management techniques and engage in volunteers’ well-being, which 

warrants the retention of volunteers who want to stay with the organization. 

There are various reasons why volunteers tend to stay with nonprofit 

organizations and continue to do volunteer work. Tse (2020) identified that having a 

sense of belonging and feeling valued are factors that play a role in why volunteers stay 

with an organization. The researcher studied how psychological and physical well-being 

and feelings of respect impacted volunteer intentions to stay with an organization (Tse, 

2020). By conducting a survey of 2,677 volunteers over 20 years, the findings in this 

study present that those who felt valued and respected are more prone to stay with the 
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organization because not only do they feel a sense of belonging, but they also think that 

their voices are heard and valued as well (Tse, 2020). 

Emotional connectedness contributes to why volunteers continue to devote their 

time without pay to an organization. Farny et al. (2019) studied how emotional 

connectivity contributes to volunteer retention. They learned how relationships between 

management and volunteers affect emotional connectivity regarding the volunteers’ 

intention to stay with the organization. Using emotion-focused practices strengthens 

emotional connectivity and gives volunteers a sense of connection to the work that they 

do when volunteering (Farny et al., 2019). They found that having meaningful 

connections and emotional connectivity promotes reasons why volunteers stay with the 

organization.  

Aside from finding reasons why volunteers stay, organizations must develop 

strategies to retain volunteers. Forgacs-Fabian (2021) studied retention as it pertains to 

the younger generation. The researcher studied factors that keep younger volunteers 

engaged and motivated to want to continue to volunteer. These factors include flexible 

hours, a sense of well-being, and encouraging the younger generation to volunteer 

(Forgacs-Fabian, 2021). The findings also present that the more flexibility offered, the 

more younger volunteers are willing to volunteer because the hours fit  their daily 

schedules so that they can find time to volunteer and be passionate about volunteering 

(Forgacs-Fabian, 2021). 

Relating to aged volunteers, Hopkins & Dowell (2022) studied volunteer retention 

strategies that are suitable and designed for both younger and older volunteers. The 
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researchers explained that understanding what motivates volunteers to stay warrants 

nonprofit organizations to develop strategies geared towards volunteer motivations. They 

found that workload and flexibility are critical factors in why older volunteers tend to 

volunteer more than younger volunteers. If workload and time flexibility are suitable, 

younger volunteers are more apt to stay and devote their time regardless of the workload 

and flexibility (Hopkins & Dowell, 2022). The researchers also determined that offering 

incentives and recognizing volunteers for their work are more reasons why young and 

older volunteers stay with nonprofit organizations (Hopkins & Dowell, 2022).  

Walk et al. (2019) studied how offering training sessions and recognizing 

volunteers for their work is another strategy that nonprofit management can use to retain 

volunteers. In this study, the researchers examined how management practices influence 

volunteers to stay with an organization. The researchers examined how training personnel 

and recognizing volunteers for their work can retain volunteers (Walk et al., 2019). The 

results of this study present that extensive training and preparation to perform job duties 

warrant the chances that volunteers tend to stay because they have the tools needed to be 

successful when conducting volunteer work. Trained volunteers have a better 

understanding of how organizational processes and procedures work, in. addition to 

knowing how to serve the consumers of the nonprofit organization better (Walk et al., 

2019). Also, the researchers explain that recognition of the work performed or even being 

recognized and appreciated as a volunteer brings a sense of belonging and connectivity to 

the organization, and volunteers tend to stay with the nonprofit agency (Walk et al., 

2019).  
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Kaur et al. (2022) studied ways to improve work tasks and job-related functions 

of retaining volunteers. The researchers present that training volunteers to perform 

specific duties and giving volunteers preference as to what jobs they want to accomplish 

could increase volunteer retention (Kaur et al., 2022)—improving job tasks and offering a 

variety of assignments one can choose from warrant volunteers to stay with a nonprofit 

organization because not everyone can perform certain functions unless they are trained 

or want to want to perform job duties that management requires from their volunteers. By 

revamping duties and job tasks, volunteers will stay within the organization and continue 

to devote time because they are well-prepared to perform those duties. Those 

responsibilities are tailored towards volunteers’ interests (Kaur et al., 2022). 

Lorente-Ayala et al. (2019) discuss ways nonprofit organizations can prevent 

volunteers from leaving the organization. The researchers surveyed 850 volunteers from 

different nonprofit organizations regarding the environment of the workplace and the job 

functions they perform while volunteering. The researchers found that having an 

inclusive and diverse environment where everyone is appreciated and feels valued is a 

way management can prevent volunteers from leaving (Lorente-Ayala et al., 2019). The 

researcher also presents the findings that promoting autonomy and allowing oneself 

brings emotional connectivity. Volunteers can become emotionally attached and 

motivated to continue to volunteer because of the inclusive and positive atmosphere 

created by management (Lorente-Ayala et al., 2019). Developing and revamping 

volunteer strategies to retain volunteers is essential because not only do volunteers stay or 

return, but nonprofit organizations can also see improvements in workplace productivity 
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(Lorente-Ayala et al., 2019).  

Impact of COVID-19 on Recruitment and Retention  

With much success in recruiting and retaining volunteers before COVID-19, the 

pandemic took our world by storm, creating problematic issues with organizations 

recruiting and retaining volunteers. Since the start of the pandemic in early 2020, 

COVID-19 put a strain on society, impacting the sense of normality in daily living. Not 

only has the pandemic impacted our daily lives, but nonprofit organizations worldwide 

struggle to meet societal demands due to a lack of staffing (Dixon et al., 2022). 

Organizations began losing personnel due to the stipulations of having to social distance 

and quarantine because of the spread of the COVID-19 virus. This loss included deaths of 

personnel and agencies having to take action to recruit new prospects to fill empty 

positions (Windon et al., 2022).  

One of the impacts that COVID-19 had on the recruitment and retention of 

volunteers is the increased fear that both current and potential candidates experienced. 

This fear stemmed from personnel possibly being exposed to COVID-19. With cases 

rising daily, workers felt as if they were up to work, whether for pay or on a volunteer 

basis, that they would contract the virus from an unknown source (Sengupta & Al-

Khalifa, 2022). Another fear that sparked from the COVID-19 pandemic is job security. 

With agencies shutting down because of the virus, there has been little need for personnel 

in facilities due to federal, state, and local regulations (Sengupta & Al-Khalifa, 2022). 

These regulations allowed many people in facilities to wear a face covering and social 

distancing (Salem et al., 2021). 
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Regarding recruitment and retention, COVID-19 has impacted job satisfaction 

and, in most cases, has led to personnel burnout.  Staley et al. (2021) argue burnout is one 

of the leading causes of why workers and even volunteers leave a company. Burnout 

stems from workers having or performing several tasks to fulfill job functions to meet the 

demands of consumers. COVID-19 influenced and increased burnout rates by causing 

agencies to lose personnel and current workers having to fill in vacant spots (Staley et al., 

2021). As a result of the COVID-19 pandemic, Staley et al. (2021) argue that workers 

leave the company because the workplace environment becomes strenuous with a 

shortfall in staffing, including volunteers. In most cases, management must fulfill duties 

that lay employees or even volunteers must do, resulting in longer hours to catch up on 

tasks that management must do in the workplace daily (Clary & Rose, 2022).  

Lastly, COVID-19 resulted in organizations in the nonprofit sector closing their 

doors indefinitely. As the virus continued to impact individuals, causing severe health 

conditions, COVID-19 affected organizational systems and processes (Kuenzi et al., 

2021). With limited staffing the pandemic made it difficult for workers to fulfill multiple 

tasks because of low staffing, which includes volunteers. As a result, this led to upper 

management and human resources collaborating to find ways to attract new employees, 

which can only be done through a process known as strategic planning (Kuenzi et al., 

2021).  

Summary 

The purpose of this section was to provide background on critical terms listed as 

supporting evidence for this mixed methods study to improve recruitment and retention 



33 

 

of volunteers for nonprofits in the post-pandemic era. This section provided an overview 

of the terms associated with and aligned with the proposed research topic of improving 

the recruitment and retention of volunteers for nonprofit organizations. Each section 

consisted of subheadings outlining factors that led to the impact of recruitment and 

retention pre-COVID-19 and since the pandemic ended. This section also included a 

thorough discussion with supporting literature on my selected conceptual framework. It 

made connections that aligned with the research topic, presenting the need for conducting 

this study for nonprofit organizations in the post-pandemic era. Section three describes 

the data collection process and how the data will be collected and analyzed for this study.  
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Section 3: Data Collection Process and Analysis 

COVID-19 caused problems within the public sector, especially for nonprofits. 

Today, nonprofit organizations continue to face the issue of recruiting and retaining 

volunteers. This qualitative study aimed to determine the strengths, weaknesses, 

opportunities, and threats to prepare a strategic plan for recruiting and retaining 

volunteers. In Section 3, the research questions that align with the purpose of addressing 

the recruitment and retention of volunteers for nonprofits in the public sector are 

discussed. In addition, this section also explains the role of the researcher and how the 

data were collected. This section also identifies trustworthiness issues to ensure 

credibility, transferability, dependability, and confirmability.             

Practice-Focused Research Questions and Research Design 

For this qualitative study and to address the issue of improving recruitment and 

retention of volunteers for nonprofits in the post-pandemic era, the research questions for 

the study were the following (RQ):  

• RQ1: Based on the perspectives of staff and volunteers, what are the strengths, 

weaknesses, opportunities, and threats regarding recruitment and retention of 

volunteers within the organization? 

• RQ2: Based on the SWOT, what strategies can nonprofits employ to improve 

recruitment and retention of volunteers?   

The findings from this study resulted in a deliverable in the form of a recommendations 

memo that contained the results from the interviews from the SWOT analysis and 

recommendations related to the strategic plan on how to improve the recruitment and 
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retention of volunteers.  

Roles of the Researcher and Client Organization 

To conduct this qualitative study on improving recruitment and retention for 

volunteers in the post-pandemic era, I was responsible for partnering with a nonprofit 

agency currently experiencing issues with recruiting and retaining volunteers. I am not 

affiliated with or never have been an employee of the client organization. My objective 

was to serve as their partner in addressing an administrative issue the organization 

currently faces. As their partner, it was my responsibility to listen and adhere to the 

voices of the workers and volunteers about the problems they currently face and to ensure 

confidentiality by masking the agency name and the participants in the study. As the 

researcher, I communicated with the client organization throughout the process to see if 

there were any changes or if I needed additional information to make this qualitative 

study on recruiting and retaining volunteers feasible and fit today’s trends. As the 

researcher, I needed to uphold the integrity set forth by Walden University and abide by 

the agreement between the client organization.  

Methodology 

The methodology for this study consisted of a SWOT analysis outlining the 

strengths, weaknesses, opportunities, and threats on the recruitment and retention of 

volunteers for this study. I interviewed management, salaried personnel, and volunteers 

regarding the strengths, weaknesses, opportunities, and threats concerning recruitment 

and retention of volunteers. Once completed, I provided a deliverable in the form of a 

recommendations memo that provided implications and recommendations on what the 
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organization could do to improve the recruitment and retention of volunteers based on the 

interviews and findings once the analysis was complete.  

Procedures for Recruitment, Participation, and Data Collection 

This study’s participants consisted of employees and volunteers within the 

organization. I notified the agency via phone and email to inquire about what days and 

times are feasible for me to come and conduct in-person interviews for the study. I 

allowed the participants to participate in Zoom interviews to accommodate those who 

could not meet in person, so there would be no conflict or inconvenience to the workers 

and volunteers within the organization. The organization provided a dedicated 

confidential space in an office setting or room to conduct the interviews.  

I sent out flyers about the study and sent them to the client organization for them 

to post regarding my research study, which included the dates and times of the interview 

sessions, in addition to what it will consist of to gain the interest of potential participants 

who desire to take part in the study. I sent out a sign-up sheet to those who desired to 

participate in the study. Once the participants signed up and agreed to participate in the 

interviews, a consent form was distributed to the participants explaining what the study 

consists of and that this is for voluntary purposes, in addition to scheduling a time for 

each person to participate in the interview. I did this so that participants clearly 

understood their participation is voluntary. 

After completing the preliminaries, the interviews took about a month to conduct, 

based on the convenience and availability of the participants. The interview questions 

consisted of open-ended questions about the strengths, weaknesses, opportunities, and 
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threats regarding recruiting and retaining volunteers (see Appendix A for a list of 

interview questions). I developed the interview questions based on the organizational 

needs and relevant literature on recruiting and retaining volunteers. In doing so, the 

interview questions are valid and reliable because the questions can be replicated and 

duplicated with similar results.  

After completing the interviews, I gathered all responses to start analyzing the 

data using a thematic analysis in a software called MAXQDA. After completing the 

study, I looked for common themes within the data related to the strengths, weaknesses, 

opportunities, and threats of recruiting and retaining volunteers. Upon competition, I sent 

out the deliverable to the organization, which consisted of recommendations to produce 

and implement a strategic plan to improve the recruitment and retention of volunteers. 

See the next section on strategy for data analysis regarding the thematic analysis. The 

goal was to have 10 participants respond to this study, which is appropriate because 

having a significant sample size validates the data and prevents bias. As a backup plan, 

and if I could not obtain the desired number of participants for the study, I planned to ask 

the agency to see if they can contact prior volunteers willing to participate.  

Strategy for Data Analysis 

Before collecting data, I had to obtain institutional review board (IRB) approval 

(approval no. 02-05-24-1043175). Once I obtained IRB approval, the strategy for 

collecting data for this study consisted of the participants who were volunteers of the 

organization, in addition to the inclusion of workers who were paid employees within the 

organization. Interviews included questions regarding the strengths, weaknesses, 
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opportunities, and threats to recruiting and retaining volunteers in the post-pandemic era 

(see Appendix A).  

I conducted a thematic analysis of the data using a software called MAXQDA. 

According to Clarke and Braun (2018), a thematic analysis is a qualitative method used 

to find and interpret patterns of themes. During this process, I coded and analyzed the 

data, using the codes I generated for the strengths, weaknesses, opportunities, and threats, 

and then interpreted the results from the interview questions. After coding the data, I 

looked for common themes based on the interview responses to determine the strengths, 

weaknesses, opportunities, and threats regarding recruiting and retaining volunteers for a 

nonprofit organization. Once completed, I emailed the management team of the 

organization with a deliverable in the form of a recommendations memo regarding the 

recommendations of a strategic plan to improve recruitment and retention of volunteers.  

Issues of Trustworthiness 

Trustworthiness is an essential concept to consider and understand when 

conducting research. Trustworthiness refers to the overall quality of a study and trust in 

the data, ensuring validity and reliability (Stahl & King, 2020). Trustworthiness includes 

the overall rigor of a study warranting credibility, transferability, dependability, and 

confirmability when conducting research and collecting data. Whether quantitative, 

qualitative, or mixed methods, each sector of trustworthiness in research is essential to 

consider and ensure that the overall data quality comes from reliable sources and not 

one’s biases (Stahl & King, 2020). Ensuring trustworthiness warrants and promotes a 

study’s integrity, providing accurate information. 
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Credibility in qualitative research is associated with the accuracy and 

thoroughness of the findings within the study (Stahl & King, 2020). For this study, I used 

member checking to ensure credibility. Member checking ensured that the information 

presented was stated correctly during an interview and verified by the participant (Stahl 

& King, 2020). While ensuring credibility, I did frequent member checks to ensure that 

the information collected was confirmed and verified by the participants within the study.  

In addition to credibility, one must ensure transferability. Transferability refers to 

the general inquiry of the findings, meaning the conclusions of a study can be 

transferable from one place to the next (Nowell et al., 201). Regarding transferability, the 

information must be rich in context, including information about the participants, 

location, and any additional information that would warrant the transferability of the 

study. This process is called thick description in qualitative research (Nowell et al., 

2017).  

With credibility and transferability, one must ensure dependability. Dependability 

involves the measure and consistency in which research studies are replicated and reveal 

similar results (Nowell et al., 2017). Dependability refers to the stability of the data over 

time and during the research process (Connelly, 2016). To ensure dependability, I kept an 

audit trail and used reflexive journaling to ensure that the information, raw data, and 

transcripts were efficient. I kept a journal during the data collection process, and I wrote 

down thoughts during this data collection process and any pertinent information that 

would be essential to warrant the validity and reliability of the study.  

Lastly. confirmability is the final phase for exemplifying trustworthiness in a 
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research study. Confirmability ensures the findings derive from the data, not of the 

researchers’ thoughts and opinions (Nowell et al., 2017). In this, the researcher presents 

how the findings evolved and how the researcher came up with such decisions on the data 

collected (Nowell et al., 2017). I kept a journal to review notes and document necessary 

information related to the study. I used member checking to ensure and warrant 

confirmability during the data collection process, where the participants also confirmed 

their responses are true and accurate.  

Ethical Procedures 

Ethics played a role in making this study realistic and achievable. As the 

researcher, I abided by Walden’s ethical code and participant agreement. First, I obtained 

consent and approval from Walden IRB before the data collection process began. Once I 

had approval from IRB, the proposed client organization received an email confirmation 

that contained information that I had obtained IRB approval and was ready to start data 

collection. The client organization sent out flyers regarding the study, and the participants 

sent an email response consenting to participate in the interviews.  

I maintained confidentiality to protect the identity of the client organization and 

the participants who participated in the study. I avoided conflicts of interest as well by 

making sure that there was no relationship between the researcher and participants. To 

prevent unethical procedures for this study, signed agreements were obtained between the 

researcher and participants, verifying that both parties knew the information obtained 

within the research and how the process worked, which included an addendum stating 

that information is kept confidential. The purpose of the data was to conduct a research 



41 

 

study on recruitment and retention of volunteers for nonprofits.  

Summary 

In this section, I provided an overview of the role of the researcher in this 

qualitative study on the recruitment and retention of volunteers in the post-pandemic era. 

This section also explained how the research questions and research design align with the 

survey to help other nonprofits experiencing the same issues and apply the same 

strategies within the research study to the organization. Included in this section is an 

explanation of how I collected the data, the method used, ethical procedures, and issues 

of trustworthiness for the study, making this a valid study to conduct using actual life 

applications and input from participants who took part in the study without bias and false 

information. Section 4 will give an interpretation of the results and findings from the data 

collected and propose recommendations based on the results from the study.  
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Section 4: Results and Recommendations 

Since COVID-19, nonprofit organizations continue to struggle with recruiting and 

retaining volunteers. The client organization is one of those agencies struggling to recruit 

and retain volunteers. This qualitative study aimed to determine the strengths, 

weaknesses, and threats to prepare a strategic plan for how the organization can improve 

recruiting and retaining volunteers. The research questions for this study include (RQ): 

• RQ1: What are the strengths, weaknesses, opportunities, and threats of the 

organization regarding recruiting and retaining volunteers? 

• RQ 2: Based on the SWOT, what strategies can the organization employ to 

improve the recruitment and retention of volunteers? 

In this section, I address the data collection methods and the data collection 

process for this study. I also provide how the data were analyzed, the technique used, and 

the findings of the study based on the interviews regarding the SWOT of the organization 

on the recruitment and retention of volunteers. In addition to the data analysis and 

findings, I provide evidence on how I ensured trustworthiness, along with the strengths 

and limitations of this study. I will also provide the deliverables for the study with 

recommendations regarding a strategic plan on what the organization can do to improve 

recruiting and retaining volunteers.  

Data Collection 

For the data collection process to commence, I had to obtain IRB approval. Next, 

I notified the client organization that I was ready to begin data collection and emailed the 

flyers along with the informed consent form regarding the study. The participants 
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confidentially notified me via email, consenting to their participation in the study so that I 

could collect raw data from the responses. We selected dates and times to conduct 

interviews regarding the strengths, weaknesses, opportunities, and threats to recruiting 

and retaining volunteers.  

A total of 10 participants took part in the study, who were either paid employees 

or volunteers for the organization. The interviews took place onsite at the client 

organization in a quiet, designated location provided by the organization that was 

confidential to mask the identities of each participant. This process took about a month 

per the participants’ schedules, warranting time for any follow-up questions or if I needed 

additional clarification from the responses. The interviews lasted about 1 hour to allow 

for any breaks should the participant experience discomfort or need to take a break during 

the session.  

I collected raw and recorded the responses manually in person. I wrote down the 

responses by hand as each participant gave a response to the interview questions 

regarding the strengths, weaknesses, opportunities, and threats to improving volunteer 

recruitment and retention. Once I recorded the responses, I asked the participant to 

confirm that the responses I recorded were accurate through member checking. Once 

confirmed, I took each participant’s response to prepare them to be analyzed using 

MAXQDA.  

Data Analysis  

For the data analysis steps, I used Braun and Clarke’s (2019) six phase data 

analysis process. I used MAXQDA to manually code the transcripts line by line. To move 
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inductively from coded units to more extensive representations, which include categories 

and themes, I first became familiar with the data. I saw the essential information 

regarding the strengths, weaknesses, opportunities, and threats of recruiting and retaining 

volunteers for the client organization. I went line by line, looking at responses to develop 

themes and codes to be generated and analyzed. I first created two categories, one for 

recruitment and one for retention.  

Next, I developed codes that exemplified strengths, weaknesses, opportunities, 

and threats, placing them under the categories of recruitment and retention to separate the 

codes and place them into their respective sections. I took each response and went line by 

line to find codes based on the responses. Once complete, I gathered all the codes and 

grouped them under strengths, weaknesses, opportunities, and threats to find the 

emerging themes for recruitment and retention based on the responses given and by 

generating a code system. Themes emerged from the analysis once I was able to analyze 

the code systems and looked for themes that were most common for the study on the 

recruitment and retention of volunteers (see Tables 1 & 2). 
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Table 1 

Emerging Themes: Recruitment 

Themes: Strengths Quote Themes: Weaknesses Quote 

Offers flexibility for 

volunteers to help. 

“We offer flexibility in 

hours so that volunteers 

can devote time when 

it’s convenient for 

them.” 

Lack of funding. “Sometimes we don’t 

have funding to be able 

to have volunteers to 

come help us.” 

Passionate to serve the 

community. 

“We love to help and 

do what we can for our 

community” 

Hours of operation. “We are only open for a 

short period of time, so 

we are not always 

open.” 

 “We are passionate 

about helping others 

which makes us stand 

out from other 

organizations.  

 “Our hours change 

based on the needs 

within the community 

or if there’s enough 

staff to operate.”  

Welcoming 

environment. 

“Everyone is welcome 

here regardless of 

background” 

Inconsistency in daily 

workload. 

“Our workload changes 

daily and we cannot 

afford to have many 

volunteers.” 

 “We make everyone 

feel welcome and we do 

not judge”  

 “Sometimes there’s not 

enough to do and we 

are not sure of our daily 

workload. “ 

Themes: Opportunities Quote Themes: Threats Quote 

Revamp hours of 

operation. 

“I think if we change 

our hours then we can 

have more volunteers 

on staff to serve the 

community.” 

Funding (budget cuts). “We often experience 

budget cuts, so we 

don’t have the funding 

to maintain volunteers.” 

 “We should change our 

hours of operations so 

we can have more help 

to serve the 

community.” 

 “We don’t have the 

funds to compensate or 

offer incentives to our 

volunteers to thank 

them for their time.” 

Hire paid recruiter. “We should hire 

someone to do our 

volunteer recruitment 

for us.”  

Competition among 

other organizations. 

“We have to compete 

against other 

organizations because 

they are needing 

volunteers as well.” 

Staff meetings. “I think we should have 

frequent staff meetings 

to address how we can 

gain more volunteers.” 

Not enough inquiries or 

applications. 

“We don’t get enough 

volunteer inquiries 

about wanting to help” 
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Table 2 

Emerging Themes: Retention 

Themes: Strengths Quotes Themes: Weaknesses Quotes 

Offers flexibility for 

volunteers to help.  

“We offer flexible 

hours to where our 

volunteers can pick 

their own schedule to 

volunteer.” 

Hours of operation. “Our hours of 

operations change daily 

based on need so it’s 

not a guarantee we will 

always be open.” 

   “The hours change 

based on seasons and 

we are not as busy in 

the summer as we are 

during the holidays.”  

Makes volunteers feel 

valued and respected. 

“The organization 

makes us feel valued 

and respects us as 

volunteers.” 

Not offering incentives 

often. 

“We don’t have the 

funds to always give 

incentives for 

volunteering.” 

 “We value and respect 

our volunteers to make 

them feel part of a 

team.”  

  

Creates and promotes a 

welcoming 

environment. 

“We welcome everyone 

to our organization and 

from all walks of life.” 

Lack of funding (budget 

cuts) 

“Sometimes we do not 

always have funds to 

have volunteers to 

help.” 

 “We do not turn anyone 

away; anyone can come 

here and help.”  

 “Funding is an issue 

because we cannot pay 

our volunteers or at 

least compensate them 

with a gift card for 

helping us.”  

Themes: Opportunities Quotes Themes: Threats Quotes 

Have frequent staff 

meetings and outings. 

“We have staff 

meetings and retreats to 

check on the welfare of 

our staff and 

volunteers.”  

Competition among 

other organizations. 

“We have to find ways 

to stand out from our 

competitors to keep our 

volunteers.”  

Offer more incentives / 

volunteer appreciation 

days. 

“We try to offer 

incentives to our 

volunteers for helping.” 

Volunteer burnout. “Sometimes our 

volunteers become 

burned out for doing 

repetitive work.” 

 “We have days where 

we offer incentives to 

appreciate our 

volunteers.”  

Changes in daily 

workload. 

“Our workload changes 

daily so we don’t know 

what type of work we 

may have.” 

  Economic changes / 

Societal changes. 

“Our society changes a 

lot so we are not sure 

what the new trends 

will be.”  
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Findings 

The data presented an extensive SWOT analysis warranting recommendations for 

a strategic plan for recruiting and retaining volunteers.  

Research Question 1 

Research Question 1 was “Based on the perspectives of staff and volunteers, what 

are the strengths, weaknesses, opportunities, and threats regarding recruitment and 

retention of volunteers?” The SWOT analysis outlined in Table 1 and Table 2 present the 

themes that emerged from the data which presents the findings to answer this research 

question. 

Recruitment Emerging Themes: Strengths 

Based on the analysis, the themes that emerged from the participants regarding 

recruiting volunteers consisted of the organization’s strengths. The first theme that 

emerged is the client organization’s flexibility for their volunteers. Participants 

responded, “We offer flexibility in our hours so that volunteers can devote time when it is 

convenient for them.” This response exemplifies that the organization offers hours where 

volunteers can pick times that work for them and do not interfere with their personal 

lives. The flexibility in the hours allows volunteers to select dates and times that are most 

convenient for them to volunteer their time to help the organization. With such flexibility 

in the hours, volunteers can devote time to attract more volunteers who want to help the 

organization.  

The second theme that emerged under strengths for volunteer recruitment 

consisted of the organization being passionate about wanting to serve the community. 
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Participants stated, “We love to help and do what we can for our community” and “We 

are passionate about helping others, which makes us stand out from other organizations.” 

As a result of this theme, the organization desires to do everything it can to help provide 

services to the community and help those in need. When prospective volunteers see that 

an organization is passionate about what they do, this draws volunteers to want to join in 

and help the organization fulfill its mission: providing services to those in need.  

Lastly, the final theme that emerged from the analysis as a strength is that the 

organization promotes a welcoming environment. Participants stated, “Everyone is 

welcome here regardless of background” and “We make everyone feel welcomed, and we 

do not judge.” The organization provides a welcoming environment for its volunteers and 

those they serve. Based on volunteer recruitment, the organization welcomes anyone to 

help and volunteer regardless of race, gender, sexual identity, etc. 

Recruitment Emerging Themes: Weaknesses 

Regarding the weaknesses from the analysis, one of the themes that emerged was 

the organization’s lack of funding. Respondents presented that the lack of funds was an 

issue: “Sometimes we don’t have funding to have volunteers to help us.” This statement 

presents that the agency lacks funding sources to allow it to have volunteers on staff or 

even offer compensation for volunteers.  

Another theme that emerged was hours of operation. In this, the participants 

stated, “We are only open for a short time, and we are not always open,” and “Our hours 

change based on the needs within the community or if there’s enough staff to operate.” 

This statement provides an area of concern because if the hours are inconsistent or the 
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agency is not always open, volunteers will not be able to help.  

A third theme that emerged regarding the organization’s weaknesses in volunteer 

recruitment is the inconsistency with the daily workload. Participants mentioned, “Our 

workload changes daily, and we cannot afford to have many volunteers” and “Sometimes 

there’s not enough to do, and we are not sure of our daily workload.” The organization 

presents that the workload tends to fluctuate by the day, and there are times when the 

workload does not require any volunteer help, or there’s not enough for volunteers to do.   

Recruitment Emerging Themes: Opportunities 

Regarding recruiting volunteers, based on the SWOT analysis regarding 

opportunities for the organization, one of the themes that emerged was revamping the 

hours of operation. Participants mentioned, “I think if we change our hours, then we can 

have more volunteers on staff to serve the community” and “We should change our hours 

of operation so we can have more help to serve the community” (See Table 1). Based on 

this opportunity, the participants believe that implementing more hours will allow more 

volunteers to help and provide services within the community. Another theme that 

emerged under recruitment opportunities is hiring a paid recruiter. Participants stated, 

“We should hire someone to do our volunteer recruitment for us” (See Table 1). This 

statement presents an opportunity for the need of someone to do the recruitment of 

volunteers for the organization. The organization currently does not have someone on 

staff who can solely focus on reaching out to potential volunteers to help the organization 

or even advertise the need for volunteers. A third theme that emerged from the SWOT 

Analysis based on opportunities was staff meetings. Participants stated, “I think we 
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should have frequent staff meetings to address how we can gain more volunteers” (See 

Table 1). This statement shows that the organization does not always discuss the need for 

volunteers during staff meetings. Participants expressed that if this issue is presented 

often in their staff meetings, then they could brainstorm and find resolutions to address 

the need to recruit more volunteers.  

Recruitment Emerging Themes: Threats 

The organizational threats from the SWOT analysis on volunteer recruitment 

produced results that present funding in terms of budget cuts. Based on this threat, 

participants noted, “We often experience budget cuts, so we don’t have the funding to 

maintain volunteers” and “We do not have the funds to compensate or offer incentives to 

thank them for their time” (See Table 1). This organization's threat is that they do not 

always have the funds to have volunteers on staff or even compensate or incentivize 

volunteers for their time helping at the organization. Another threat that emerged as a 

theme was competition among other organizations. In this, the participants deciphered, 

“We have to compete against other organizations because they need volunteers as well” 

(See Table 1). This quote presents a threat to the organization because it is in the market 

like others for the need of volunteers, so they have to compete against other organizations 

to gain volunteers to help out the organization.  

Retention Emerging Themes: Strengths 

Based on the analysis of the retention of volunteers, themes emerged from the 

data regarding organizational strengths in retention. A strength that emerged was that the 

organization offers flexibility for volunteers to help. Participants stated, “We offer 
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flexible hours where our volunteers can pick their schedule to volunteer” (See Table 2). 

This quote presents that the client organization discussed that they offer flexibility in 

hours so that volunteers can devote time when they can according to their schedule. 

Another theme that emerged as a strength for retaining volunteers is that the organization 

makes volunteers feel valued and respected. Participants noted, “The organization makes 

us feel valued and respects us as volunteers” and “We value and respect our volunteers to 

make them feel part of a team” (See Table 2). This statement proposes that the 

organization’s strong point in retaining volunteers is that it respects and values its 

volunteers. A third theme that emerged as a strength for the client organization regarding 

the retention of volunteers is that the organization creates and promotes a welcoming 

environment. Participants mentioned, “We welcome everyone to our organization and 

from all walks of life” and “We do not turn anyone away; anyone can come here and 

help” (See Table 2).  

Retention Emerging Themes: Weaknesses 

Based on the analysis of retention, emerging themes derived from the interviews 

regarding the weaknesses of volunteer retention. A weakness presented based on the 

responses consisted of the organization’s hours of operation. “Participants noted, “Our 

office hours change daily based on need, so it’s not a guarantee we will always be open” 

and “The hours change based on seasons, and we are not as busy in the summer as we are 

during the holidays” (See Table 2). The responses propose that an organizational 

weakness in volunteer retention is the operation hours. Another theme that emerged is 

that the organization does not offer incentives often. Participants explained, “We don’t 
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always have the funds to give volunteer incentives.” Participant responses exemplify that 

one of the organization’s weaknesses is that funding does not always allow the 

organization to incentivize its volunteers. A third theme that emerged from the data on 

the weaknesses of volunteer retention is the lack of funding for budget cuts. Participants 

explained, “Sometimes we don’t always have funds to have volunteers help” and 

“Funding is an issue because we cannot pay our volunteers or at least compensate them 

with a gift card for helping us” (See Table 2). These responses explain that an 

organization's weakness is not having significant funding to allow volunteers on staff or 

even to compensate them for their time.  

Retention Emerging Themes: Opportunities 

Themes emerged from the data regarding the opportunities for volunteer 

retention. One of the themes that emerged from the data was an opportunity where the 

organization has frequent staff meetings and outings. Participants stated, “We have staff 

meetings and retreats to check on the welfare of our staff and volunteers” (See Table 2). 

This statement presents that the organization can continue to conduct routine meetings as 

a checkpoint to keep everyone informed of potential changes or just a way to stray from 

the outside world. Another opportunity presented in the SWOT analysis on volunteer 

retention that emerged from data under opportunities would be for the organization to 

offer more incentives and volunteer appreciation days. Participants mentioned, “We try to 

offer incentives to our volunteers for helping” and “We have days where we offer 

incentives to appreciate our volunteers (See Table 2). This quote presents an opportunity 

for the client organization to continue enjoying their volunteers more by offering 



53 

 

incentives and having continued appreciation days.  

Retention Emerging Themes: Threats 

As a result of the data collected and the proposed SWOT analysis on recruitment 

and retention of volunteers, emerging themes derived from the data concerning volunteer 

retention were identified. One of the emerging themes was the organization's experience 

of competition among other organizations. Participants presented, “We have to stand out 

from our competitors to keep our volunteers” (See Table 2). This statement proposed that 

the organization has to find ways to be more marketable against their competitors to 

maintain and keep volunteers returning. Another theme that emerged from the data 

consisted of volunteer burnout. Participants explained, “Sometimes our volunteers 

become burned out for doing repetitive work” (See Table 2). This quote explains that a 

threat to the organization is volunteers becoming burned out because the workload is 

often repetitive and strenuous, causing volunteers to become compassion fatigued and 

lose interest in helping the organization.  

Changes in daily workloads are another theme that emerged from the data. 

Participants noted, “Our workload changes daily so we don’t know what type of work we 

may have” (See Table 2). This statement exemplifies that the inconsistency in workload 

threatens the organization, causing volunteers to leave and pursue other avenues of 

volunteer work elsewhere. Economic and societal changes are another theme that merged 

from the data. Participants explained, “Our society changes a lot, so we are not sure what 

the new trends will be” (See Table 2). This statement presents how changes in society 

and our economy could impact volunteer retention.  
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Research Question 2 

Research Question 2: Based on the SWOT, what strategies can nonprofits employ 

to improve recruitment and retention of volunteers? To answer this research question, the 

opportunities section of the SWOT analysis listed in Tables 3 and Table 4, propose the 

strategies and implications that nonprofits can employ to improve recruitment and 

retention of volunteers. This consists of the following:  

1. Continue to promote a friendly environment 

2. Implement and hire a volunteer recruiter 

3. Increase / Revamp Office Hours 

4. Frequently assess the budget to ensure there is consistency or enough funds to 

recruit and maintain volunteers. 

5. Offer more incentives and continue to have volunteer appreciation days. 

6. Balance and plan out daily workload 

7. Stay current and updated on current economic and societal trends. 

8. Hold frequent staff meetings to assess needs and organizational processes and 

procedures. 
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Table 3 

Recruitment: SWOT Analysis 

Strengths Weaknesses 

Offers flexibility for volunteers to help Lack of funding which makes it difficult to compensate 

volunteers or have enough funds to have volunteers on 

staff. 

Passion to serve the community Hours of Operation 

Everyone feels welcome / Promotes a 

welcoming environment. 

Inconsistency in daily workload. 

Opportunities Threats 

Revamp hours of operation Funding (budget changes) not enough funds to maintain 

volunteers or offer compensation. 

Hire a paid recruiter to do recruitment to 

attract more volunteers. 

Competition among other organizations to recruit/gain 

more volunteers. 

Conduct staff meetings to assess the needs 

for more volunteers. 

Not enough applicants or inquiries for people wanting to 

or express interest in volunteering. 

 

Table 4 

Retention: SWOT Analysis 

Strengths Weaknesses 

Offers flexibility for volunteers to help.  Hours of Operation 

Makes volunteers feel valued and respected. Not offering incentives often  

Creates and promotes a welcoming environment.  Lack of funding to maintain volunteers due to 

budget.  

Opportunities Threats 

Have frequent staff meetings and outings to check 

on the welfare of volunteers. 

Competition among other organizations 

Offer more incentives / volunteer appreciation 

days.  

Volunteer burnout 

 Changes in daily workload. 

 Economic changes / Societal changes 

 

Promote a Friendly Environment 

Promoting a friendly environment pose may positive aspects, especially to recruit 

and retain personnel such as volunteers. Zhenjing et al. (2022) presents that a positive 

friendly workplace environment reduces staff turnover rates and boosts the morale of 

workers. The researchers also state that a friendly work environment attracts people to 

want to come work for an organization (Zhenjing et al., 2022). Related to recruiting and 
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retaining volunteers and by implementing this strategy, the client organization can see an 

increase in personnel. The client organization will not only see an attraction to people 

wanting to apply for positions or volunteer, but the current personnel would want to stay 

and continue to help render their time to help the organization.  

Implement and Hire a Volunteer Recruiter  

Hiring someone to do recruitment is beneficial to an organization. Gilch & 

Sieweke (2021) argue that recruiters are the driving force in obtaining personnel with an 

organization. They also mention that recruiters are able to reach a variety of applicants by 

promoting an organization and the need for personnel. This strategy is essential in 

recruiting and obtaining volunteers in that recruiters can do volunteer drives to attract 

potential prospects and aid in helping to get vacant positions filled (Gilch & Siewke, 

2021). 

Increase and Revamp Office Hours 

Increasing and revamping office hours is another strategy to employ when 

recruiting and retaining volunteers. Stephens-Martinez & Railling (2019) present that 

increasing or revamping office hours creates and improve workplace productivity. More 

tasks are created and also provides flexibility in time frames where volunteers can help 

when there are extended office hours. This strategy is essential in not only in 

accommodating volunteers, but also helps the organization to provide more services to 

the clients they serve (Stephens-Martinez & Railling, 2019).  

Assessing the Budget 

Although budgeting can be a bit tedious, this strategy is important especially 
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when organizations want to hire and maintain personnel, especially volunteers. Budgeting 

allows organizations to determine what projects are needed and resources are allocated 

appropriately, especially when maintaining staffing (Tzenios et al., 2022). Tzenios et al. 

(2020) studied the benefits of consistently assessing and analyzing an organizational 

budget. In doing so, they were able to find that by frequently checking the budget ensures 

that there is enough funding to compensate personnel, in addition to ensure that projects 

flow and are completed on time (Tzenios et al., 2022). For this study, this strategy is 

essential in making sure that the client organization can afford to have enough volunteers 

on staff that won’t affect the paid employees, in addition to ensure that there are enough 

funds for project completion to even offer small monetary donations or have events to 

thank volunteers.  

Offer Incentives 

Incentives are perks that one may look forward to when performing tasks. Ai et al. 

(2022) presents that offering incentives aides in boosting the morale of workers. When 

incentives are offered one is motivated to perform well. Also, Ai et al. (2022) mention 

that incentives are another way of attracting personnel to an organization. For this study 

on recruiting and retaining volunteers, this strategy can help the organization gain more 

volunteers to dedicate time to help and render assistance. Also, incentives and perks can 

be used to maintain current personnel interests and to reduce low retention rates (Ai et al., 

2022).  

Balance Workload 

Having a balanced workload presents many benefits. One of the main benefits 
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that a balance workload has is that it prevents burnout. Lily et al. (2019) presents that 

evenly distributing workloads can reduce stress and prevent employee burnout. When 

workloads are balanced and well planned out, productivity will increase and workers will 

not be overwhelmed (Lily et al., 2019). This strategy is that having a balance workload 

can improve workplace efficiency and prevent burnout. Also, this strategy can be used to 

retain personnel by having a steady consistent workload.  

Stay Current on Economic and Societal Trends 

Our society changes daily producing unexpected events that impacts our lives. It 

is important that nonprofit organizations stay current with new trends and changes that 

happen daily within our society. Guillen (2020) mentions that staying current on today’s 

news and trends brings about awareness and understanding the changes that have taken 

place in our society. Concerning this strategy, this is essential for nonprofit organizations 

in that staying current will help them stay one step ahead and make changes to better 

serve the community. Promoting this strategy makes it easier for organizations to 

transition into the new trends of today which could continue to positively impact our 

society (Guillen, 2020). 

Staff Meetings 

Having staff meetings are essential in not only to keep personnel updated on 

current events or new procedures, but a way to also check in on the welfare of staff such 

as volunteers. Gottlieb et al. (2021) states that having staff meetings is a way to 

effectively communicate between one another in the workplace. The authors also mention 

that staff meetings are a way of being able to offer support to one another to bring about a 
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sense of empowerment and that everyone’s voice is heard (Gottlieb et al., 2021). 

Implementing this strategy in the workplace could create a sense of connectiveness and 

that everyone feels they are part of a team. When future prospects see that an 

organization conducts frequent meetings with their staff, this brings about a sense of 

attraction and attracting more people such as volunteers to help the organization and stay.  

As a result, a strategic plan is essential in aiding the nonprofit organization in 

improving volunteer recruitment and retention. Based on the analysis, the strategic plan 

will guide the organization in revamping and assessing its processes and procedures to 

recruit and retain volunteers. The strategic plan outlines strategies that the client 

organization can employ to improve the recruitment and retention of volunteers based on 

the SWOT analysis for both volunteer recruitment and retention.  

Deliverables and Recommendations 

Based on the findings from this study, there is a need for a deliverable in the form 

of a recommendations memo that provides proposed recommendations regarding a 

strategic plan from the analysis of what the client organization can do to improve 

recruiting and retaining volunteers (See Appendix E for Deliverable). The deliverable 

will be in the form of a memorandum containing information regarding the analysis and 

recommendations to develop a strategic plan for the organization to improve the 

recruitment and retention of volunteers. The recommended solutions that will potentially 

address the problem identified by the client organization proposed seven implications that 

consisted of the following: 

1. Continue to promote a friendly environment 
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2. Implement and hire a volunteer recruiter 

3. Increase / Revamp Office Hours 

4. Frequently assess the budget to ensure there is consistency or enough funds to 

recruit and maintain volunteers. 

5. Offer more incentives and continue to have volunteer appreciation days. 

6. Balance and plan out daily workload 

7. Stay current and updated on current economic and societal trends. 

8. Hold frequent staff meetings to assess needs and organizational processes and 

procedures. 

The results from this study produce the deliverable based on the SWOT-Analysis 

from that derived from the data (See Table 3 and Table 4). Future recommendations for 

research to address similar topics using the same method could warrant the need for all 

organizations, whether nonprofit or for-profit, to make organizational improvements to 

meet the needs of their consumers. Based on the findings, the organization can promote 

positive social change by finding innovative ways to improve the recruitment and 

retention of volunteers so that the organization can make a difference in our communities. 

Implications for future research include assessing the impacts of recruitment and 

retention of volunteers on workplace efficiency and productivity.  

Evidence of Trustworthiness 

To exemplify trustworthiness for this study, I ensured credibility, transferability, 

confirmability, and dependability in collecting and analyzing data. I used a process 

member checking to ensure credibility for this study while collecting and analyzing data. 
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I implemented this process by checking in with each participant and reviewing their 

responses to ensure I recorded each response accurately and verbatim. To ensure 

transferability during the data analysis process,  

Strengths and Limitations of the Study 

This study presented strengths and weaknesses based on the study's data 

collection. One of the strengths of this study was achieving the anticipated number of 

participants and that the participants were willing to give insight without bias and 

answered the questions to the best of their ability. A limitation of this study was the time 

constraints. Although the client organization and the participants were willing to 

participate, there was limited study time. Because of this, the organization has different 

times of the year when they are busy and do not have much time to participate in a study.  

Another limitation for this includes the fact that there were more females than 

males willing to participate in the study as well, in addition to not having any younger 

participants under 30 participate. Lastly, working a small sample size of 10 participants 

for this study is another limitation because the client organization only consisted of five 

paid staff and volunteers. To address and overcome these limitations, I was able to adjust 

my schedule to fit the needs of the organization regarding times frames that they could 

participate in the interviews. To address the sample size and gain more participants, the 

organization attempted to reach out to prior volunteers to see if they were willing to 

participate which the result was unsuccessful.  

Summary 

This section explained how the data were collected and analyzed for this 
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qualitative study. I described in detail how I analyzed the data, including the process and 

method used to generate the results related to the SWOT of the organization regarding 

recruitment and retention based on the interview responses. I presented the findings from 

the study, allowing me to generate the deliverables for this study. Also, I exemplified 

evidence of trustworthiness in this section, along with the strengths and limitations of the 

data collection. Section 5 concludes the study by explaining the dissemination plan of this 

qualitative and its implications for social change.  
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Section 5: Dissemination Plan and Conclusion 

Dissemination Plan 

Since the pandemic several years ago, nonprofit organizations have struggled to 

obtain and maintain volunteers to help provide services and serve the community. The 

dissemination plan of this work will consist of presenting the client organization in the 

form of a memo via email to the organization’s leaders so they can review the 

recommendations and proposed strategic plan (see Appendix E). The dissemination 

includes a tentative strategic plan that the organization can execute to recruit and retain 

volunteers. This plan also consists of the deliverable as a memo with recommendations 

that align with the strategic plan (see Appendix E). The outcomes apply to a broader 

audience and have implications for social change in that any organization can use such 

recommendations to improve the recruitment and retention of volunteers and paid 

employees.  

Conclusions 

Even after the pandemic, nonprofit organizations continue to experience a 

shortfall in recruiting and retaining volunteers to help their organizations. This qualitative 

study aimed to determine the strengths, weaknesses, opportunities, and threats to prepare 

a strategic plan for an organization regarding the recruitment and retention of volunteers 

by using a SWOT analysis. The findings present recommendations on how an 

organization can improve the recruitment and retention of volunteers. The findings 

demonstrate the need to develop a strategic plan to identify ways the organization can 

improve recruiting and retaining volunteers. Conducting can encourage other 



64 

 

organizations to find ways to improve volunteer recruitment and retention and the 

recruitment and retention of paid personnel. As society and current trends change, so do 

the reassessment needs to enhance recruitment and retention of personnel in the nonprofit 

sector.  

Findings Relevant to the Literature 

The findings of this study propose some similarities to the literature contained in 

this study. First relating to the conceptual framework, a SWOT analysis was needed to 

assess the organization’s strengths, weaknesses, opportunities and threats to improve in 

recruiting and retaining volunteers. Other researchers have used a SWOT analysis to find 

ways to recruit and retain volunteers after the pandemic (Freidman, 2021). As a result, 

this study was able to outline the strengths, weaknesses, opportunities, and  threats to 

develop a strategic plan providing recommendations that will help the organization 

improve in recruiting and retaining volunteers. 

Second, this study exemplifies similarities to the literature. The findings 

exemplify how nonprofits play an essential role and passionate about serving the 

community (Bartosova & Podhorska, 2021). In relation to the literature, the findings from 

the SWOT analysis related to the strengths, the client organization is passionate about 

wanting to help the community and make a difference within our communities which 

solidifies that the organization plays an essential role within the communities they serve.  

Concerning volunteer recruitment, the literature also aligns with the findings 

presented in this study. Previous research found that it is important to make volunteering 

accessible to everyone regardless of their background; promoting an all-inclusive 
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environment is what attracts one to volunteer and help an organization (Boysen, 2020). 

This study exemplifies similarities in the same respect. The findings present that the 

organization promotes a diversified environment and makes everyone feel welcome. 

Based on participant responses, the client organization does not discriminate and 

promotes a welcoming environment for everyone. As a result, this attracts more 

volunteers to want to come help the client organization.  

Lastly, on volunteer retention, the literature shows relevance to my study on 

recruiting and retaining volunteers. Some factors that contribute to volunteer retention 

include flexible hours, incentives being offered, and an equal diverse environment 

(Kappaelides et al., 2020). The current study findings show the organization does 

promote a welcoming diverse environment, offers incentives and will continue to offer 

more incentives for volunteers, and also offers flexible hours.  

Summary 

This section outlined the dissemination plan to execute and present the findings to 

the client organization. The dissemination plan includes sending the deliverable as a 

recommendation memo to the client organization that outlines the SWOT analysis and 

strategic plan that the organization can use to improve volunteer recruitment and 

retention. This study presents further implications for social change in addition to ways 

that other organizations can use the same techniques based on the findings and 

recommendations of this study to improve volunteer recruitment and retention.  
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Appendix A: Qualitative Interview Questions 

Interview Questions 

 
Interviewer: ______________________________  Date: ______________ 

 
Participant Number/Identifier: ______________  Time: ______________ 

 
 

Recruitment 

 

A. Strengths 

 

1. What would you say are three strengths the organization has in retaining 

volunteers? 

2. Of the three strengths mentioned, which do you find is the strongest asset the 

organization has when recruiting volunteers? 

3. How does the agency stand out among other nonprofit organizations when 

recruiting volunteers? 

4. What does the organization do to promote diversity and inclusion when 

recruiting volunteers? 

5. How might these strengths be beneficial to the organization in the future when 

recruiting volunteers? 

 

B. Weaknesses 

 

1. What would you say are three weaknesses the organization has when 

recruiting volunteers? 

2. How do these weaknesses influence or impact the organization’s process and 

procedures when rendering services to your consumers? 

3. What does the organization lack in when promoting diversity and inclusion to 

recruit volunteers? 

4. What do you avoid doing when recruiting volunteers? 

 

 

C. Opportunities 

 

1. What new strategies have you considered implementing to recruit more 

volunteers to your organization? 

2. In what ways could the organization improve in diversity and inclusion when 

recruiting volunteers? 
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3. How might these strategies improve the organization’s process and procedures 

overall? 

4. How would you prioritize these opportunities to improve the recruitment of 

volunteers? 

 

D. Threats 

 

1. What are three obstacles that the organization faces in recruiting more 

volunteers? 

2. What plan do you have in place to address these three obstacles you 

mentioned in recruiting volunteers? 

3. How has the pandemic changed the recruitment of volunteers? 

4. What future challenges recruiting and retaining volunteers pose to the 

organization? 

5. How might promoting diversity and inclusion have a negative impact on 

recruiting volunteers in the future? 

6. What plan do you have in place to meet those future challenges? 

 
Retention 

 

A. Strengths 

 

1. What would you say are three strengths the organization has in retaining 

volunteers? 

2. How are these strengths beneficial to the organization in the retention of 

volunteers? 

3. What does the organization do to promote diversity and inclusion when 

retaining volunteers? 

4. How does the organization stand out among other nonprofit organizations 

in retaining volunteers? 

5. What improvements have been made within the organization in retaining 

volunteers? 

 

B. Weaknesses 

 

1. What would you say are three weaknesses the organization has in 

retaining volunteers? 

2. How do these weaknesses influence or impact the organization’s process 

and procedures when rendering services to your consumers? 

3. What does the organization lack in when promoting diversity and 
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inclusion to retain volunteers? 

4. What do you avoid doing when attempting to retain volunteers to the 

organization? 

5. How has the lack of retaining volunteers negatively impact the 

organization? 

 
 

C. Opportunities 

 

1. What strategies have you considered implementing to retain volunteers to 

the organization? 

2. How might these improve the organization’s processes and procedures 

overall?  

3. In what ways could the organization improve in diversity and inclusion 

when retaining volunteers? 

4. How would you prioritize these opportunities to improve the retention of 

volunteers? 

 

 

D. Threats 

 

1. What are three potential concerns do you have in retaining volunteers? 

2. What plan do you have in place to address these obstacles in retaining 

volunteers? 

3. What are external threats do you experience in retaining volunteers that 

impact the organization? 

4. How might promoting diversity and inclusion have a negative impact on 

retaining volunteers in the future? 

5. What future threats could the organization experience (internally and 

externally) when retaining volunteers?  
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Appendix B: SWOT Analysis  

 

 

 

 

  

Strengths Weaknesses

Opportunities Threats

SWOT 
Analysis
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Appendix C: Participant Letter 

Dear Participant: 

 

I hope that this letter finds you in good health and spirits. The nature of this email 

is that I am currently a doctoral student at Walden University. I am pursuing my doctoral 

degree in Public Administration. I am in the professional administration phase and to 

complete this process, I need to successfully conduct a study of an administrative issue 

that an organization is currently facing. My topic is Using Strategic Planning to Improve 

Recruitment and Retention of Volunteers in the Post-Pandemic Era. To make this study a 

success, I need your help in participating in a 15-minute interview that assesses the 

strengths, weaknesses, opportunities, and threats of the organization as it pertains to 

recruitment and retention. There are no hidden fees or dues to participate in this project 

and your identity will be kept masked and confidential. Once I have the results from the 

interview, I will send out a memo with the results and recommendations for a strategic 

plan to improve the recruitment and retention of volunteers to your organization.   

 

Thank you for your support and participation. 

Antonio L. McCormack  
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Appendix D: Client Organization Letter 

 

To whom it may concern: 

I am a doctoral student at Walden University. I am pursuing my doctoral degree 

in Public Administration. For my capstone doctoral project, I need to secure a client 

organization that is struggling with administrative issues. Administrative issues include 

concepts such as personnel recruitment, funding, budgeting, workplace processes and 

issues. There is no fee to participate for my doctoral study and this is on a voluntary 

basis. Your identity will be masked to prevent exploitation of your organization and 

ensure confidentiality. I have attached correspondence of the DPA process and what the 

doctoral study consists of and your role as the potential participant/client organization. If 

you have any questions or concerns, please feel free to reach out to me at 

Antonio.mccormack@waldenu.edu. 

 

I look forward to working with you on my doctoral project.  

 

Respectfully, 

Antonio L. McCormack 

Walden University Doctoral Candidate 

 

  

mailto:Antonio.mccormack@waldenu.edu
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Appendix E: Recommendations Memo 

 

To: Client Organization 

From: Antonio McCormack, Doctoral Student Walden University 

Date: March 14, 2024 

Subject: Strategic Plan for Volunteer Recruitment and Retention 

 

Dear Client organization: 

First, I would like to say thank you again for allowing me to conduct my study 

with your organization and interview your staff. This study would have not been possible 

without your willingness and persistence in helping me achieve my goal to obtain my 

doctoral degree at Walden University. Since the pandemic hit a few years ago, I 

understand that your organization was one who took a hard hit in managing and keeping 

personnel, especially volunteers. I am pleased to present you with the findings from the 

study and the results from my study. This memo provides the results of the study and 

recommendations for a strategic plan on how your organization can improve in recruiting 

and retaining volunteers. By conducting a SWOT-Analysis and you all participating and 

providing insight in the interviews, it was made possible for recommendations to be made 

based on the information that was given. Here below is the SWOT-Analysis that was 

presented regarding the recruitment and retention of volunteers: 
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Table E 1 

Recruitment: SWOT Analysis 

Strengths Weaknesses 

Offers Flexibility for volunteers to help. Lack of funding which makes it difficult to 

compensate volunteers or have enough funds to 

have volunteers on staff. 

Passion to serve the community Hours of Operation.  

Everyone feels welcome / Promotes a welcoming 

Environment. 

Inconsistency in daily workload. 

Opportunities Threats 

Revamp hours of operation. Funding (budget changes) not enough funds to 

maintain volunteers or offer compensation. 

Hire a paid recruiter to do recruitment to attract 

more volunteers. 

Competition among other organizations to 

recruit/gain more volunteers. 

Conduct staff meetings to assess the needs for 

more volunteers. 

Not enough applicants or inquiries for people 

wanting to or express interest in volunteering. 

 

Table E 2 

Retention: SWOT Analysis  

Strengths Weaknesses 

Offers flexibility for volunteers to help.  Hours of Operation. 

Makes volunteers feel valued and respected. Not offering incentives often.  

Creates and promotes a welcoming environment.  Lack of funding to maintain volunteers due to 

budget.  

Opportunities Threats 

Have frequent staff meetings and outings to check 

on the welfare of volunteers. 

Competition among other organizations. 

Offer more incentives / volunteer appreciation 

days.  

Volunteer burnout. 

 Changes in daily workload. 

 Economic Changes / Societal Changes 

 

 As a result of the SWOT-Analysis, here are the recommendations for a strategic 

plan for your organization to improve in recruiting and retaining volunteers:  

1. Continue to promote a friendly environment 

2. Implement and hire a volunteer coordinator 

3. Increase / Revamp Office Hours 

4. Frequently assess the budget to ensure there is consistency or enough funds to 
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recruit and maintain volunteers. 

5. Offer more incentives and continue to have volunteer appreciation days. 

6. Balance and plan out daily workload 

7. Stay current and updated on current economic and societal trends. 

8. Hold frequent staff meetings to assess needs and organizational processes and 

procedures. 

Based on these recommendations, the proposed strategic plan consists of these 

recommendations along with potential time frames that would be essential and beneficial 

in you meeting your goal to improve and retain volunteers (See Table 7). The strategic 

plan outlines action steps that you can do to initiate the tasks and start making necessary 

changes to improve your volunteer retention and recruitment rates (See Table 7). These 

are just recommendations for the implantation of the strategic plan that would help make 

improvements within your organization. I encourage you to take a look at the findings 

and the strategic plan for review and to present to your staff at the next meeting you all 

have in the upcoming months.  Based on this study, I hope that the findings are essential 

that you all could use the recommendations to apply to your organization so that you all 

can continue to meet the needs of the clients you serve within your communities.  
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Table E 3 

Strategic Plan  

Tasks / Actions Who Frequency 

Continue to promote a friendly 

environment.  

Everyone Daily 

Implement and hire a volunteer 

recruiter 

Management Team ASAP 

Increase / Revamp Office Hours Management Team Quarterly 

Frequently assess the budget to 

ensure there is consistency or 

enough funds to recruit and 

maintain volunteers.  

Management Team Quarterly / Yearly 

Offer more incentives and 

continue to have volunteer 

appreciation days.  

Management Team Monthly 

Balance and plan out daily 

workload.  

Management Team Daily/Weekly 

Stay current and updated on 

current societal and economic 

trends.  

Management Team / Everyone Daily 

Hold staff meetings to assess 

needs and organizational 

processes and procedures.  

Management Team Monthly 

 

Respectfully, 

 

 

Antonio L. McCormack 

Walden University, Doctoral Candidate 

 


	Using Strategic Planning to Improve Volunteer Recruitment and Retention for Nonprofits in the Post-Pandemic Era
	List of Tables iv
	List of Figures v
	Section 1: Introduction 1
	Section 2: Conceptual Framework and Relevant Literature 7
	Section 3: Data Collection Process and Analysis 34
	Section 4: Results and Recommendations 42
	Section 5: Dissemination Plan and Conclusion 63
	References 66
	Appendix A: Qualitative Interview Questions 79
	Appendix B: SWOT Analysis 82
	Appendix C: Participant Letter 83
	Appendix D: Client Organization Letter 84
	Appendix E: Recommendations Memo 85
	List of Tables
	List of Figures
	Section 1: Introduction
	Organizational Background and Problem Statement
	Purpose
	Summary of Data Sources and Analysis
	Definitions
	Significance
	Summary

	Section 2: Conceptual Framework and Relevant Literature
	Literature Search Strategy
	Conceptual Framework
	SWOT Analysis

	Literature Review for the Study
	Nonprofit
	COVID-19
	Volunteers
	Recruitment
	Retention
	Impact of COVID-19 on Recruitment and Retention

	Summary

	Section 3: Data Collection Process and Analysis
	Practice-Focused Research Questions and Research Design
	Roles of the Researcher and Client Organization
	Methodology
	Procedures for Recruitment, Participation, and Data Collection
	Strategy for Data Analysis
	Issues of Trustworthiness
	Ethical Procedures
	Summary

	Section 4: Results and Recommendations
	Data Collection
	Data Analysis
	Findings
	Research Question 1
	Research Question 2

	Deliverables and Recommendations
	Evidence of Trustworthiness
	Strengths and Limitations of the Study
	Summary

	Section 5: Dissemination Plan and Conclusion
	Dissemination Plan
	Conclusions
	Findings Relevant to the Literature

	Summary

	References
	Appendix A: Qualitative Interview Questions
	Appendix B: SWOT Analysis
	Appendix C: Participant Letter
	Appendix D: Client Organization Letter
	Appendix E: Recommendations Memo

