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Abstract
Although 75% of United States nonprofit leaders planned to vacate their leadership
positions in 2013, 77% of nonprofit organizations, including faith-based nonprofits,
operated without succession plans. Grounded by the frameworks of Charan, Drotter, and
Noel’s leadership pipeline and Vroom’s expectancy, the purpose of this comparative case
study was to compare effective succession planning strategies of faith-based nonprofit
leaders in Maryland and Pennsylvania. The research questions addressed the succession
planning strategies of faith-based nonprofit leaders. Data collection and triangulation
included semi-structured face-to-face and telephone interviews of purposeful samples of
six participants in each of two organizations. Data analysis was by means of the constant
comparative method, which enabled the identification of emerging themes for each of the
two nonprofits. Microsoft Excel facilitated the organization and analysis of interview
data. Three common themes emerged from the data analysis of Organization A in
Maryland and Organization B in Pennsylvania, respectively, as effective succession
planning strategies to enable achievement of organizational goals and mission. The three
common themes were human capital investment, trust in and empowerment of potential
leaders, and leadership pipeline talent retention. Implications for positive social change
include the potential for greater social responsibility, enhanced social capital, and
advancement of beneficial community partnerships as a result of knowledge gained from

the study.
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Chapter 1: Introduction to the Study

Faith-based nonprofit leaders’ implementation of succession planning strategies is
essential for sustained organizational growth considering that incumbent leaders would
eventually vacate their leadership positions (Berman, 2015; Sims & Quatro, 2015;
Valentinov & Vacekova, 2015). Succession planning in faith-based nonprofits enabled
leaders to continue to provide services in their communities (Follman, Cseh, & Brudney,
2016; Liket & Maas, 2015; Torry, 2017). However, many nonprofit leaders, faith-based
nonprofit leaders inclusive, faced challenges in succession planning or development of
leadership programs (Hopkins, Meyer, Shera, & Peters, 2014; McKee & Froelich, 2016;
Renz, 2016).

Although strategic planning is fundamental to leadership succession planning in
nonprofits, 61% of nonprofit organizations operated without strategic plans (DeVita,
2016). Nonprofit leaders’ successful implementation of strategies for succession planning
is contingent on setting of goals (Homer, 2016; McDonald, Weerawardena,
Madhavaram, & Mort, 2015). The purpose of this study was to explore effective
succession planning strategies that faith-based nonprofit leaders implemented in
accomplishing organizational goals and mission from a comparative case perspective.
This chapter entailed the description of the background of the study, problem statement,
purpose of the study, research questions, conceptual framework, nature of the study,

operational definitions, assumptions, delimitations, and limitations of the study.



Background of the Study

The origins of nonprofit organizations in the United States predated the formation
of the republic (Ma & Konrath, 2018). The early settlers of the United States created
nonprofit organizations (e.g., orphanages, hospitals, and fire departments), to address an
array of challenges in society. There had been meaningful transformation in nonprofit
organizations; for instance, the number of registered nonprofit organizations in the United
States has increased annually (Wiltshire, Malhotra, & Axelsen, 2018).

There had also been a significant shift from charitable and philanthropic
interventions to social entrepreneurial business models, stakeholder interest, as well as a
rise of expectations on transparency and accountability. The role of nonprofit
organizational leaders had become more multifaceted considering that nonprofits play an
active role in advocacy for implementation and promotion of public policies (Wiltshire et
al., 2018). Successful nonprofits in the achievement of organizational goals and mission
were grounded in leadership, fundraising, maintenance of ethical standards, and
succession planning (Liket & Maas, 2015; Miller, 2018).

A smart faith-based nonprofit leader denotatively implied not only being able to
utilize technological tools to enhance succession planning efficiency but also
incorporating notions of sustainability, compassion, and fairness for team members
(Joachim & Stijn, 2016; Letaifa, 2015). As faith-based nonprofit leaders initiated a
positive social change in their organizations, they adopted models that have been proven
effective for the overall sustainable success in attaining organizational goals and mission

(Northouse, 2018). Ninety-three percent of successful nonprofit organizations,



notwithstanding organizational sizes, were as a result of strategic planning and strategic
management efforts (Reid, Brown, McNerney, & Perri, 2014).

Researchers measured nonprofit leaders’ success in the attainment of
organizational goals and mission by impact, activity, and capacity (Helmig, Ingerfurth, &
Pinz, 2014; Nolan, 2015; Selden & Sowa, 2015). However, there was no common,
clearly understood measure of nonprofit success for the achievement of organizational
goals and mission (Michaelidou, Micevski, & Cadogan, 2015; Polonsky, Grau, &
McDonald, 2016; Star, Russ-Eft, Braverman, & Levine, 2016). The actual measures of
success for the attainment of organizational goals and mission for many faith-based
nonprofit organizations were the statistics of the nonprofit organizations’ programs
(Epstein & Yuthas, 2017; Polonsky et al., 2016).

Nonprofit program statistics were difficult to procure and comprehend (Epstein &
Yuthas, 2017; Polonsky et al., 2016). Researchers utilized three types of data to measure
success for the achievement of organizational goals and mission for nonprofit
organizations: inputs, outputs, and outcomes (Polonsky et al., 2016). In the inputs,
researchers described the number the financial and nonfinancial resources that nonprofit
leaders used to execute an activity (Polonsky et al., 2016).

Polonsky et al. (2016) suggested that in the outputs, researchers measured the
activities that nonprofit leaders performed such as the number of people that they feed in
a specific timeframe and the number of people who volunteer to serve in the
organization. Polonsky et al. (2016) asserted that it is only by using outcome data that an

individual might ascertain an accurate measure of success for achieving organizational



goals and mission. The shortcoming of output data was that although it showed the
quantity of services provided, it did not specify whether any real benefit took place
(Polonsky et al., 2016).

Polonsky et al. (2016) asserted that in outcomes, researchers were able to
measure the level of improvement of communities’ or clients’ quality of life resulting
from the nonprofit organization’s activities. The extent that community education efforts
of nonprofit leaders could help to reduce the hazards of teenage pregnancy (Polonsky et
al., 2016). Faith-based nonprofit organizations were by nature goal-oriented (Anderson,
Ochoa, Sullivan, & Maxwell, 2018).

Goals and goal-related procedures motivated, organized, and help direct the
employees’ behavior (Anderson et al., 2018). Setting small and achievable goals towards
a larger goal could help nonprofit leaders and staff stay motivated considering that
motivation faded over time (Anderson et al., 2018). Faith-based nonprofit organizational
leaders could either view their organizational challenges as competition with others or as
opportunities for growth to their full potential (Helmig et al., 2014).

Faith-based nonprofit leaders operated in a realm of duality; in other words, in a
mundane world with success and failure as concomitant factors in the achievement of
organizational goals and mission (Prabhupada, 2018). In some instances, faith-based
nonprofit leaders attained organizational goals successfully but afterwards experienced
failure (Davis, 2017; Grant & Potoski, 2015; Prabhupada, 2018). In other cases, nonprofit

organizational leaders experience challenging situations but eventually paved through the



hard times and attained success in the achievement of their organizational goals and
mission (Davis, 2017).

Sustainable success in achieving organizational goals and mission was a
challenge to many nonprofit leaders. Unsuccessful nonprofit organizational leaders could
learn how to succeed by observing critical strategies adopted by successful nonprofit
leaders (Anderson, 2018; Helmig et al., 2014; John, 2016). Researchers had provided
information on nonprofit success in achieving organizational goals and mission from
diverse perspectives (Anderson, 2018; Helmig et al., 2014; John, 2016).

Leaders of nascent nonprofit organizations faced challenges that impacted on
start-up success in attaining organizational goals and mission. The understanding of the
challenges that nonprofit leaders faced prepared entrepreneurs to consolidate their
resources and made informed decisions on setting up new nonprofits (Anderson, 2018).
Bradford (2017) explored the roles of social responsibility and sustainability in youth
empowerment for a viable nonprofit sector.

Helmig et al. (2014) suggested that intrinsic and extrinsic factors contributed to
nonprofit success in the achievement of organizational goals and mission. The success
factors of nonprofits included servant and transformational leadership, fundraising,
succession planning, and strategic planning (Helmig et al., 2014). The understanding of
the success factors in nonprofit organizations enabled leaders to make informed decisions
for sustainable growth (Helmig et al., 2014).

Senses-Ozyurt and Villicana-Reyna (2016) suggested that leadership, integrity,

and inclusiveness enabled volunteer retention in nonprofits for sustainable success in the



attainment of organizational goals and mission. Although 86% of organizational leaders
believed the urgency of succession planning in enabling sustainable success in the
achievement of organizational goals and mission, only 14% had the conviction that they
did it well (Rosenthal, Routch, Monahan, & Doherty, 2018). John (2016) found that
multidimensionality of socially constructed success existed in both faith-based and
secular nonprofits.

John (2016) suggested that faith played a significant role in forming a conceptual
lens that enabled leaders of faith-based nonprofits to judge their work and promote their
clients’ interests. The existence of a faith-centric environment in faith-based nonprofits
was a considerable difference in success in organizational goal attainment and mission
achievement between religious and secular nonprofit organizations (John, 2016).
Although leadership bench strength was essential to successful succession planning in
nonprofits (Bozer, Kuna, & Santora, 2015), 70% of open C-suite positions in the
nonprofit sector were filled by external candidates in 2014 (Landles-Cobb, Kramer, &
Milway, 2015).

Almost entirely 50% of the replacements in nonprofits were from another
nonprofit organization. Onboarding of external executive personnel could cost double the
leaving executive’s remuneration (Landles-Cobb et al., 2015). Nonprofit leaders’
provision for promotion opportunities and mentorship of their workers enabled talent
retention for sustained nonprofit success in organizational goal attainment and
accomplishment of the organizational mission (Adebola, 2019; Bolander, Werr,

& Asplund, 2017; Mhlongo & Harunavamwe, 2017).



In nonprofit organizations, voluntary turnover created significant cost,
considering that it reduced nonprofit organizational performance, thus challenging its
sustainability over time (Selden & Sowa, 2015). Selden and Sowa (2015) reported that
certain high-performance work practices (HPWPs), for instance, onboarding, employee
relations, leadership development, and compensation, had lower voluntary turnover.
Selden and Sowa (2015) suggested that leaders of human service nonprofit organizations
who sought to advance retention should consider investing in staff and volunteers for the
development of future leaders and enabling a work environment for positive social
change.

The nonprofit sector accounted for 10.3% of the United States workforce with
11,426,870 employees (Bureau of Labor Statistics, 2014). Nonprofit organizations filled
the gap between market and government failures by providing services that public and
for-profit organizations could not offer (Bryson, 2018). Successful faith-based nonprofit
leaders had a vision, that is, they were endowed with foresight about what was yet to
transpire in the local and global settings. Employee emotional stability and
conscientiousness, information sharing and self-efficacy regarding leadership candidate
selection, and job satisfaction positively impacted on retention of prospective leaders for
succession plans (Acikgoz & Sumer, 2018).

Effective faith-based nonprofit leaders had positive and achievable expectations,
and they were capable of removing a social and psychological obstacle to enable them to
achieve their expectations (Torry, 2017). A plethora of research exists in the management

domain on successful nonprofit leadership. However, researchers have not sufficiently



addressed the perspectives of faith-based nonprofit leaders on succession planning
strategies that enable sustainable success in the accomplishment of organizational goals
and mission.

Existing literature on nonprofit success in achieving organizational goals and
mission was mainly on quantitative measurements that added value to nonprofit
organizational success. There was a need to bridge the gap in the nonprofit literature by
exploring faith-based nonprofit leaders’ implementation of succession planning strategies
for success in the attainment of organizational goals and mission from a qualitative
comparative case study perspective. An understanding of succession planning strategies
in faith-based nonprofits for organizational goals attainment and mission accomplishment
might supplement the literature on nonprofit success, in alignment with the purpose of
this study.

Problem Statement

Faith-based nonprofit leaders needed to implement succession planning strategies
to enable success in achieving organizational goals and mission (Bozer et al., 2015;
Torry, 2017). Succession planning or leadership development programs enabled faith-
based nonprofit leaders to attain success in the achievement of nonprofit organizational
goals and mission (McKee & Froelich, 2016; Santora, Sarros, Bozer, Esposito, & Bassi,
2015; Torry, 2017). Although 75% of United States nonprofit leaders planned to vacate
their leadership positions (Kunreuther, Segal, & Clohesy, 2013), 77% of nonprofit
organizations operated without succession plans or leadership development programs

(Bryson, 2018).
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The general problem was that many nonprofit leaders did not implement effective
succession planning strategies to enable success in achieving organizational goals and
mission (Weisblat, 2018). The specific problem was that faith-based nonprofit leaders
often did not implement effective succession planning strategies to enable success in
achieving organizational goals and mission (Barton, 2019). Succession planning
strategies for success in achieving organizational goals and mission were significant to
faith-based nonprofit leaders, considering that they enabled faith-based nonprofit leaders
to make informed operational decisions and implemented strategic plans (McKee &
Froelich, 2016; Santora, 2019; Santora et al., 2015).

Private foundations, public charities, and other categories of nonprofit
organizations constituted over 1.5 million registered nonprofits in the United States in
2016 (National Center for Charitable Statistics, 2016). Sargeant and Day (2018)
suggested that 70% of nonprofit leaders faced challenges in the attainment of success in
achieving organizational goals and mission. Existing literature on nonprofit success in
attaining organizational goals and mission has characteristically been quantitative. The
study might contribute to positive social change by enlightening faith-based nonprofit
leaders on effective succession planning strategies for success in attaining organizational
goals and mission.

Purpose of the Study

The purpose of this qualitative study, using a comparative case study design, was

to compare the effective succession planning strategies that faith-based nonprofit leaders

in Maryland and Pennsylvania implemented to enable success in achieving organizational
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goals and mission. The need for the study was to bridge the gap in existing literature in
the area of succession planning strategies in faith-based nonprofits from a comparative
perspective.
Research Questions

The overarching research question that served as guidance in this qualitative
comparative study is: How do the succession planning strategies of faith-based nonprofit
leaders in Maryland and Pennsylvania compare in their ability to achieve organizational
goals and their mission?
The sub-questions are:

1. What succession planning strategies do faith-based nonprofit leaders
implement to enable success in achieving their organizational goals and
mission?

2. How does the implementation of succession planning strategies help faith-
based nonprofit leaders to successfully attain organizational goals and
mission?

3. What succession planning strategies, if any, work best to achieve
organizational goals and mission?

Conceptual Framework
Nonprofit leaders, including faith-based nonprofits, have low interest, intent, or an
understanding of the impact of succession planning on executive leadership, and
therefore, were not prepared in implementing succession planning (Richins, 2018). Faith-

based nonprofit leaders’ sustainable achievement of organizational mission and goals



11

were contingent on effective succession planning (Bryson, 2018; Valentinov &
Vacekova, 2015). Renz and Herman (2016) recognized that having a clear and suitable
purpose, ensuring retention of talent, generating economic value from social benefit, and
instituting mutual accountability led to sustained operations for effective succession
planning in organizations.

Faith-based nonprofit leaders played a role in individual and collective lives;
hence, successful succession planning for achieving sustainable organizational goals and

mission represented an essential ingredient for national development (Bryson, 2018;
Renz & Herman, 2016). Vroom’s (1964) expectancy framework and the leadership
pipeline framework of Charan et al. (2011) served as guides in this qualitative
comparative case study because the two frameworks provided an understanding of
strategies for succession planning in accomplishing organizational goals and mission.
Vroom’s (1964) expectancy theory primarily hinged on workers’ motivation in the work
setting being dependent on three factors, namely expectancy, instrumentality, and
valence.

Vroom (1964) developed and utilized a formula for the calculation of

motivational force: Motivational force = Expectancy x Instrumentality x Valence. Vroom
(1964) suggested that when employees embarked on making choices in their work
environment, they would typically choose what motivated them the most. In his
expectancy framework, Vroom (1964) framed the cognitive processes of succession
planning and motivation.

Vroom ascribed a prospective leader’s decision to exit an organization on the
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impact of three cognitive constructs related to the motivational forces that affected
behavioral decisions (Chen, Ellis, & Suresh, 2016; Purvis, Zagenczyk & McCray, 2015).
Vroom’s framework applied to the individualistic nature of planning for the sustainable
achievement of goals and mission pertinent to this study. The leadership pipeline is a
systematic developmental process that involved senior organizational leader training of
potential leaders or internal candidates in preparedness to undertake leadership roles
(Charan et al., 2011).

Charan et al. (2011) developed a six-step leadership pipeline model in enabling
the creation of the next generation of organizational leaders by outlining a leadership
development program from junior positions to senior executive leaders. The six steps of
the leadership pipeline, to wit, managing self to managing others, managing others to
leading managers, leading managers to functional managers, functional manager to
business manager, business manager to group manager, and group manager to enterprise
manager (Charan et al., 2011). The leadership pipeline is a pragmatic model in which
Charan et al. (2011) outlined principles to facilitate the attainment of potential leaders’
desired leadership roles.

Charan et al. (2011) sought to ensure that organizations had effective leadership
that results from internal leadership development as against looking out for external
leaders to fill organizational leadership position when the need arose. As applied to this
research study, the leadership pipeline served as an organizational asset in enabling
succession planning. Charan et al. (2011) recognized the identification of leaders and

potential leaders, assessment of leaders’ competencies, leadership development planning,
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and measurement of the leadership pipeline effectiveness, to enable the implementation
of succession planning strategies.

Charan et al. (2011) underscored the challenges that prospective leaders must
overcome in a bid finding themselves in the desired leadership position. Leadership
pipeline enhanced the efficiency of succession planners in the implementation of
succession planning strategies and served as an organizational asset in the processes of
succession planning (Charan et al., 2011). Griffith, Baur, and Buckley (2019) suggested
that there was a correlation between leadership pipeline and succession planning.
McClements (2017) utilized the leadership pipeline in facilitating executive succession
planning.

Nature of the Study

Researchers recognized three research methods namely quantitative, qualitative,
and mixed (Mertens, 2014). In quantitative study, the researcher used predetermined
methods, characteristically survey-based instruments, to enable collection of
observational, attitude, performance, as well as census data; and used statistical
techniques for data analysis (Mertens, 2014). Researchers used the quantitative method to
generate and test hypotheses based on existing theories (Yin, 2018). The quantitative
research method was not appropriate for this research, considering that the study did not
involve testing hypotheses.

Mixed-methods incorporate both qualitative and quantitative methods and might
encompass closed-ended and open-ended questions, statistical as well as text examination

(McNabb, 2015). I did not choose the mixed method, considering that the research



14

methodology encompassed collecting statistical and numerical data which was not the
focus of this study. Qualitative research consisted of one or more developing methods of
data collection, including open-ended interviews, observations, audio-visual content, and
documents analysis (Percy, Kostere, & Kostere, 2015; Willig & Rogers, 2017; Yin,
2016). Qualitative data analysis would include text and image review and would yield
themes by pattern analysis (Barnham, 2015; Merriam & Tisdell, 2016; Willig & Rogers,
2017; Yin, 2016).

The nature of this study was the qualitative method, using a comparative case
study design. The choice of the qualitative method arose because it provided the means to
obtain an understanding of the research participants’ perceptions, which might help
address the research question. The study’s data collection methods included semi-
structured interviews.

The comparative case study was the most suitable research design for this study,
considering that it enabled the researcher to compare perceptions of participants. The
objects of comparison were the perceptions of leaders from the two nonprofit
organizations regarding succession planning. The comparative case study subsumed case
study (Goodrick, 2015; Yin, 2018).

Researchers utilized case study to investigate a contemporary phenomenon in
depth and in a natural setting, especially when the boundaries between the phenomenon
and context were unclear (Yin, 2018). A case study design enabled the researcher to
collect data impartially from a real-world scenario and asked questions that related to

what, how, and why (Reichel, 2018; Yin, 2018). Exploration of succession planning
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strategies that faith-based nonprofit leaders implemented to succeed in attaining
organizational goals and mission through case study constituted the most suitable
approach for this inquiry based on Yin’s (2018) description.

The comparative case study enabled the researcher to examine context and
features of succession planning strategies that faith-based nonprofit leaders implemented
in attaining success in organizational goals and mission. The comparative case study was
especially useful for understanding and explaining how context influenced the success of
an intervention, and how to attune the intervention to a specific context to accomplish
envisioned outcomes (Goodrick, 2015; Yin, 2018). The comparative case study was
appropriate to understand the perspectives and experiences of leaders regarding strategies
for nonprofit success.

The study entailed utilizing semi-structured and open-ended interview questions
(see Appendix A) to collect insightful perceptions of research participants as the in-depth
primary data for the research (Yin, 2016). Data collection from interviewees were at
places that the interviewees chose. The sampling strategy was purposeful snowball
sampling (Palinkas et al., 2015) to generate a sample of six participants for Organization
A and six participants for Organization B that enabled the attainment of data saturation.

Connotatively, leaders referred to board members, directors, and chief
executive officer. The sample for each nonprofit consisted of faith-based nonprofit
leaders as they were the implementers of succession planning strategies for nonprofit

success in achieving organizational goals and mission. I began the data analysis by
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coding the data from each interview transcript inductively and identified themes related
to the study’s research question that emerged from the interview.

I used color coding manually for matching patterns that enabled easy
identification of themes related to succession planning strategies based on the
recommendation of Cole and Harbour (2015). I matched and clustered similar
expressions and identified relevant themes from the interview transcription content — the
constant comparative method facilitated in the identification of themes for Organization
A and Organization B. In a final step, I compared the themes of each nonprofit to develop
the final results of the study.

Definitions

Nonprofit goals: Nonprofit goals refer to an observable and measurable outcome
with objective(s) that nonprofit leaders hope to achieve in a cognitive time frame (Renz
& Herman, 2016).

Nonprofit mission: A nonprofit organization’s mission statement defines the
organization’s purpose and scope of service (Torry, 2017).

Nonprofit organizational leadership: The interpersonal ability to influence
individuals as well as groups or teams, to accomplish goals in not-for-profit making
organizations (Osula & Ng, 2014).

Nonprofit organization: An incorporated not-for-profit making organization that
has financial, as well as operational interests akin to a for-profit corporation;
nevertheless, nonprofit organizations’ objective criterion is the fulfillment of a social

task, not for generating profits (Renz, 2016).
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Onboarding: The orientation and integration of a newly employed worker into an
organization (Selden & Sowa, 2015).

Self-efficacy: A person’s self-confidence that what they could do meets the needs
of performing a particular task (Bandura, 2014).

Smart nonprofit leader: A smart nonprofit leader denotatively implies not only
being able to utilize technological tools to enhance his/her efficiency but also
incorporating notions of sustainability, compassion, and fairness for team members
(Joachim & Stijn, 2016; Letaifa, 2015; Northouse, 2018).

Strategies: Aforethought planning of actions, designed to enable nonprofit leaders
to achieve sustainable success in the accomplishment of organizational goals and mission
(Ovans, 2015).

Success: The accomplishment of the goals and mission of nonprofit organizations
(John, 2016; Pinz & Helmig, 2015).

Succession planning: The process of identification and development of new
leaders, to serve in leadership positions when senior leaders eventually quit, retire, or die
(Akinniyi, Llama, Idowu, & Oraegbune, 2018; Tebbe, Stewart, Hughes, & Adams, 2017).

Volunteer Performance: The value of different volunteers’ activities that enable
accomplishment of organizational goals (Vantilborgh & Puyvelde, 2018).

Assumptions

Reality and values were the bases of the researcher’s assumptions (Townsend,

Wallace, Smart, & Norman, 2016). Assumptions are belief systems that are rooted in

truth; however, researchers would not use assumptions to authenticate self-evident beliefs
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(Townsend et al., 2016). Duncan and Fiske (2015) asserted that an assumption is a
statement, believed to be true, but lacking empirical evidence for substantiation or
validation.

The assumptions in this study were threefold. Firstly, faith-based nonprofit
leaders might be accessible and helpful in sharing their perceptions on the succession
planning strategies they implemented to accomplish organizational goals and mission.
Secondly, the participants might truthfully answer the interview questions regarding the
succession planning strategies that faith-based nonprofit leaders used to enable success in
the attainment of organizational goals and mission. Thirdly, I assumed that participants
were representative of the population.

Scope and Delimitations

Delimitations referred to design limits that researchers control to enable them to
narrow the study’s scope (Bloomberg & Volpe, 2019; Daniel, 2018; Haberfellner &
Fenzl, 2017). The delimitation of the study entailed narrowing the study’s scope to high
and middle-class faith-based nonprofit leaders of the two participating nonprofits in New
Maryland and Pennsylvania and comparing the results of their strategies for succession
planning. The semi-structured face-to-face interviews entailed asking faith-based
nonprofit leaders questions to stimulate insightful responses on strategies that they
implemented in their faith-based nonprofit organizations for sustainable success in the
attainment of organizational goals and mission.

The establishment of the study’s precise sample size was at the attainment of data

saturation. The justification for the sample sizes was that there were no strict criteria for
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sample size in qualitative inquiry (Boddy, 2016; Fusch & Ness, 2015; Malterud, Siersma,

& Guassora, 2016; Saunders et al., 2018). The two research sites in Maryland and

Pennsylvania delimited the research. Other delimitations of the research included the

period of the investigative inquiry and the qualitative comparative case study design. The

inclusion/exclusion criteria that defined the target population of the study, research

questions, as well as interview questions, were other delimitations of the study.
Limitations

One significant point on evaluating the limitations of a qualitative study was
whether or not an event was within the control of the researcher (Bloomberg & Volpe,
2019; Merriam & Grenier, 2019). If an event was beyond the control of the researcher, it
would probably have limited the study (Bloomberg & Volpe, 2019). Some of the
limitations in this study were beyond my control. Respondents might choose to not
contribute to their full capacity during the semi-structured interviews as to their insights
on the effective succession planning strategies in faith-based nonprofits. There was an
attempt in persuading prospective interviewees to provide insightful and truthful
information during the interviews, given that the results of the study might promote their
own faith-based nonprofit organizations’ leadership transition.

Faith-based nonprofit leaders’ burnout resulting from pressure from their
management or pressure from their heavy workload could have hindered the sharing of
insightful information (Kim & Park, 2017; Lee, Kim, & Yun, 2018; Zang, Zhou, &
Zhang, 2016). The participants might have received instructions from their leaders to be

cautious in sharing information on succession planning strategies for nonprofit success in
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achieving their organizational goals and mission, which might have created a limitation
to the study. Before the interviews, there was an encouragement for the interviewees to
be candid in providing insightful and sincere thoughts on the interview questions, as the
objective of the research was to facilitate higher sustainable success in leadership
transition in their faith-based nonprofit organizations.

Significance of the Study
Significance to Theory

This study’s significance to theory is that it might bridge the gap in existing
literature in the area of effective succession planning strategies that faith-based nonprofit
leaders implemented to facilitate the attainment of organizational goals and mission.
Previous studies on nonprofit success for the realization of organizational goals and
mission had mainly been quantitative. The qualitative data from this study might provide
a needed addition to the literature.

The study results might provide insight into the impact of nonprofit leaders’
effective succession planning strategies in achieving success in the accomplishment of
organizational goals and mission. Knowledge from the findings of the study might enable
the development of evidence-based succession planning strategies and provide a basis for
future intervention research, including nonprofit leadership development. The study
results may provide understanding into the effective succession planning strategies that
faith-based nonprofit leaders in Maryland implemented in comparison to their

counterparts in Pennsylvania.
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Significance to Practice

The results of this study might provide faith-based nonprofit leaders with a deeper
understanding of succession planning strategies for success in achieving nonprofit
organizational goals and mission, and the contributing factors to that success. Through
this knowledge, faith-based nonprofit leaders might benefit and improve their decision-
making process on succession planning strategies to attain success in the achievement of
organizational goals and mission. Establishment of succession plans might enable the
provision of continuing job analysis and opportunity for senior organizational leaders’
adjustment of roles grounded on changing business situations as well as strategic
initiatives.
Significance to Social Change

The potential findings of this study, recommendations, and implementation may
lead to positive social change in the form of social responsibility and social capital.
Social change is the enhancement of human or social conditions by promoting the
development of individuals, communities, or organizations (O’Cass & Griffin, 2015).
Social responsibility entailed individuals’ or organizations’ service to society that enables
a balance of economic growth and societal welfare (Lins, Servaes, & Tamayo, 2017;
Petrenko, Aime, Ridge, & Hill, 2016; Wang, Tong, Takeuchi, & George, 2016).

Social capital consisted of the networks of the bond of affinities of people who
work and live in a specific society, which promoted societal functional effectiveness
(Santora et al., 2015; Pedersen et al., 2018; Williams & Mullane, 2019). The results of

the study might add value to positive social change by providing succession planning
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strategies to enable nonprofit leaders in recruiting, retaining, and preparing leaders to
achieve organizational mission as well as sustainability. Through the development of
succession plans, nonprofit leaders might strengthen organizational continuity as well as
develop skilled volunteers who could assist in providing needed programs of service to
the community. Moreover, effective leadership transition could facilitate the deepening
and sustaining of faith-based nonprofit leaders’ connectedness with members of the
communities where the organizations operated.

Succession plans contributed to positive change given that at the core of talent
management was the identification of essential roles of talented employees and creating
avenues in ensuring that the skilled workers with appropriate capabilities and experiences
were fixed in the right positions whenever the need arose (Hall-Ellis, 2015; Tafti,
Mahmoudsalehi, Amiri, 2017; Valentine, Meglich, Mathis, & Jackson, 2017). Hall-Ellis
(2015) asserted that the turnover of nonprofit leaders created organizational challenges.
Leaders that might plan to leave their organizations through retirement or might to seek
better jobs or through death in the following ten years might outnumber the leaders that
would gain employment in nonprofits.

Faith-based nonprofit leaders in preparation for leaders’ departure needed to
develop their next generation of leaders to meet the turnover challenge. An effective
succession plan which integrated leadership development enabled the nonprofit board of
directors in avoiding reliance on a replacement process (Hall-Ellis, 2015). Nonprofit
leaders could not undervalue loss of tribal knowledge or organizational memory. There

was a shortage of talented personnel in nonprofits and for-profit organizations; therefore,



23

finding talent for leadership positions in nonprofits was not a stress-free feat (Tafti et al.,
2017). Succession planning enabled nonprofit leaders to address the talent gap in the
organizational setting for leadership sustainability.

The development and implementation of effective succession planning strategies
were significant to positive social change, given the expensiveness of executive search or
recruitment of top external talent (Valentine et al., 2017). The foresight in developing and
retaining top talent in an organization, as well as ensuring that top talents had the
appropriate experiences and competencies in preparedness for the future was an essential
strategy. Senior leadership platform in nonprofit organizations entailed complexities that
demanded expert attention (Valentine et al., 2017). The preparation of leading talent to
take on the challenging roles of leadership through effective succession plans was
quintessential to organizational success in accomplishing goals and mission sustainably.

The selection of most qualified as well as well-prepared candidates for leadership
positions in nonprofits was a vital decision considering its impact on present and future
organizational performance. Faith-based nonprofits were beneficiaries whenever
transition and professional development became an opportunity for embedding
succession planning into the organizational culture (Valentine et al., 2017). Establishment
of succession plans in faith-based nonprofit organizations reinforces relationships as well
as the flow of information between the board members and senior organizational leaders

via regular contact that was part of the board members’ review of successor candidates.
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Summary and Transition

Chapter 1 contained the background of the study, problem statement, purpose of
the study, research questions, conceptual framework, nature of the study, operational
definitions of terms used in the research, assumptions, delimitations, limitations, and
significance of the study to theory, practice, and social change. The general problem was
that nonprofit leaders did not implement effective succession planning strategies to
enable success in achieving organizational goals and mission. The specific problem was
that faith-based nonprofit leaders often did not implement effective succession planning
strategies to enable success in achieving organizational goals and mission.

The purpose of this qualitative comparative study was to obtain an understanding
of the strategies that leaders of faith-based nonprofits in Maryland and Pennsylvania
implemented to attain success in accomplishing organizational goals and mission. The
central research question was: what strategies did faith-based nonprofit leaders
implement to succeed in achieving organizational goals and mission? Chapter 2

contained a review of literature relevant to the study.
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Chapter 2: Literature Review

Faith-based nonprofit leaders frequently did not develop and implement
succession planning (Torry, 2017), although formal succession plans eased high financial
performance for sustainable success in the accomplishment of organizational goals and
mission (Santora et al., 2015). Succession planning strategies are significant to faith-
based nonprofit leaders because they enable such leaders to make informed operational
decisions as well as strategic plans (McKee & Froelich, 2016; Santora et al., 2015). The
purpose of this study was to generate an understanding of the effective succession
planning strategies that faith-based nonprofit leaders of two organizations in Maryland
and Pennsylvania develop and implemented to enable success in achieving organizational
goals and mission.

The literature of this study entailed conceptualization of succession planning and
description of the challenges of succession planning. Also discussed are the roles of
leaders and leadership development in the implementation of succession planning, as well
as the frameworks of expectancy and leadership pipeline and their applications in
nonprofit succession planning.

Literature Search Strategy

The literature exploration strategy for the identification of the peer-reviewed
journal articles, books, and edited books, for the literature review entailed accessing
Walden University library databases, such as the Thoreau database, Business Source
Complete/Premier, Emerald, ProQuest, Ebsco, PubMed, and ScienceDirect. Moreover,

the use of Google Scholar facilitated access to relevant publications that were useful in
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the literature review. The keywords used for the literature searches were succession
planning, strategies, nonprofit success, nonprofit goals, nonprofit mission, servant
leadership, transformational leadership, and goal setting theory. Searches for the peer-
reviewed journals range from 2014 to 2019 to enable procurement of recently published
works to underpin the literature review. However, searches for classic literature related to
nonprofit succession planning was not subject to time limitations.

Conceptual Framework

Nonprofit leaders, including faith-based nonprofits, had low interest, intent, or an
understanding of the impact of succession planning on executive leadership, and
therefore, were not prepared in implementing succession planning (Richins, 2018). Faith-
based nonprofit leaders’ sustainable achievement of organizational mission and goals
were contingent on effective succession planning (Bryson, 2018; Valentinov &
Vacekova, 2015). Renz and Herman (2016) recognized that having a clear and suitable
purpose, ensuring retention of talent, generating economic value from social benefit, and
instituting mutual accountability lead to sustained operations for effective succession
planning in organizations.

Faith-based nonprofit leaders played a role in individual and collective lives;
hence, successful succession planning for achieving sustainable organizational goals and
mission represents an essential ingredient for national development (Bryson, 2018; Renz
& Herman, 2016). Vroom’s (1964) expectancy framework and the leadership pipeline
framework of Charan et al. (2011) served as guides in this qualitative comparative

case study because the two frameworks provided an understanding of strategies for
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succession planning in accomplishing organizational goals and mission. Vroom’s (1964)
expectancy theory primarily hinged on workers’ motivation in the work setting being
dependent on three factors, namely expectancy, instrumentality, and valence.

Vroom (1964) developed and utilized a formula for the calculation of
motivational force: Motivational force = Expectancy x Instrumentality x Valence. Vroom
(1964) suggested that when employees embarked on making choices in their work
environment, they would typically choose what motivated them the most. In his
expectancy framework, Vroom (1964) framed the cognitive processes of succession
planning and motivation.

Vroom ascribed a prospective leader’s decision to exit an organization on the
impact of three cognitive constructs related to the motivational forces that affected
behavioral decisions (Chen, Ellis, & Suresh, 2016; Purvis, Zagenczyk & McCray, 2015).
Vroom’s framework applied to the individualistic nature of planning for the sustainable
achievement of goals and mission pertinent to this study. The leadership pipeline referred
to a systematic developmental process that involved senior organizational leader training
of potential leaders or internal candidates in preparedness to undertake leadership roles
(Charan et al., 2011).

Charan et al. (2011) developed a six-step leadership pipeline model in enabling
the creation of the next generation of organizational leaders by outlining a leadership
development program from junior positions to senior executive leaders. The six steps of
the leadership pipeline, to wit, managing self to managing others, managing others to

leading managers, leading managers to functional managers, functional manager to
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business manager, business manager to group manager, and group manager to enterprise
manager (Charan et al., 2011). The leadership pipeline is a pragmatic model in which
Charan et al. (2011) outlined principles to facilitate the attainment of potential leaders’
desired leadership roles.

Charan et al. (2011) sought to ensure that organizations had effective leadership
that results from internal leadership development as against looking out for external
leaders to fill organizational leadership position when the need arose. As applied to this
research study, the leadership pipeline served as an organizational asset in enabling
succession planning. Charan et al. (2011) recognized the identification of leaders and
potential leaders, assessment of leaders’ competencies, leadership development planning,
and measurement of the leadership pipeline effectiveness, to enable the implementation
of succession planning strategies.

Payne, Hovarter, Howell, Draws, and Gieryn (2018) offered a proactive approach
to the long-standing benefits of succession planning by addressing continuity, costs, and
compliance. According to Payne et al. (2018), an organization's success in attaining
goals, mission, and sustainability were contingent on leadership continuity. In addition,
continuity impacted cost associated with turnover and accreditation compliance.

The intentional or unintentional exit of nonprofit leaders might disrupt
transferring essential knowledge to a successor. Faith-based nonprofit leaders could
mitigate the risk factors of the leaving of a nonprofit leader through effective succession
planning. Identification of leaders with appropriate competencies, leadership pipeline

development, capture as well as the transfer of vital knowledge, and measurement,
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monitoring, and evaluation of metrics were indispensable to the development of an
effective succession plan and operational sustainability (Payne et al., 2018).

The application of the leadership pipeline model enabled some Indian
organizational leaders to fix talented and prepared employees in leadership positions in
sustaining operational continuity (Pandey & Sharma, 2014). Taylor and Youngs (2018)
sought to understand leadership demographics as well as presumptions to ascertain the
need for strategic planning in identifying and addressing leaky pipelines. Taylor and
Youngs (2018) suggested that many leaders were not aware of four critical areas that
contribute to the talent pool of aspiring leaders.

The four regions were prioritization of family; safeguarding of health; concerns
relating to bureaucracy, paperwork, and workload; as well as reluctance to abandon
teaching. The identification of leadership aspirants was informal because there were no
formal succession plans. Taylor and Youngs (2018) asserted that nonprofit education
industry would have a leadership crisis because no succession plans were in place.

A crisis in leadership was contingent on broad quasi-dysfunctionality in an
organization rather than an individual’s failed action or a person’s singular leadership
incompetency (Charan et al., 2011). Sourcing for a perfect external chief executive
officer did not necessarily provide a long-time solution to the leadership crisis in the
organization. Even seeking out an ideal senior leader from within the organization to fill
a vacant position did not create a sustainable solution to an organizational leadership

crisis.
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Charan et al. (2011) asserted that seeking an external candidate to fill a vacant
leadership position equivalent to an acceptance of failure in leadership development in
the organization. There was a high probability of an external hire not achieving success in
attaining organizational goals and mission sustainably. The hiring of a foreign chief
executive officer was a sign that the organization had not adopted leadership pipeline
development to address leadership challenges (Charan et al., 2011).

Literature Review

The purpose of this literature review was to analyze and synthesize the leadership
and organizational change literature with a view to decoding a gap, thus enabling the
researcher to contribute to the management domain. This chapter contains a review of the
leadership and organizational change literature pertinent to strategies for the
implementation of succession planning in faith-based nonprofit organizations to enable
success in the accomplishment of organizational goals and mission. The chapter consisted
of succession planning in nonprofits, expectancy theory (Vroom, 1964), and leadership
pipeline (Charan et al., 2011). The succession planning in nonprofits section consisted of
a discussion on succession planning in nonprofit organizations, challenges to succession
planning, the leader’s role in succession planning, and application of leadership
development in succession planning. After a review of theories that underpinned the
study, I identified the gap in the leadership and organizational change literature that led to

this research.
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Succession Planning in Nonprofits

Succession planning referred to a process of identifying and developing potential
leadership successors in organizations through systematic appraisal and training (Carbo
& Storm, 2018; Gordon & Overbey, 2018; Wilson, 2018). According to Wilson (2018)
and Loomis (2018) succession planning was an essential component of a faith-based
nonprofit’s strategic planning process. Succession planning linked faith-based nonprofit
leaders to the organization’s long-term goals and objectives; facilitated the mitigation of
turnover risks, and nurtured existing organizational talent through the matching of
outstanding employees with imminent needs of an organization (Carbo & Storm, 2018;
Gordon & Overbey, 2018; Homer, 2016). Researchers asserted that succession planning
was principally predictive in considering an individual suitable for a position that would
be vacant as a result of a leader’s departure (Carbo & Storm, 2018; Gordon & Overbey,
2018; Wilson, 2018).

Gordon and Overbey (2018) and Weisblat (2018) concurred that succession
planning - beginning with identification of a potential successor, - included seeking out
an individual that possessed the right qualifications for the position. Weisblat (2018)
asserted that succession planning entailed transitioning of the current leader’s position to
the successor; determining how to set up the leadership transition and safeguarding
effective communication and ensuring a collaborative bond of affinity between the
current leader and successor. Succession planning contributed to organizational
sustainability through the identification and retention of talented servant and

transformational leaders, whose tool was setting high goals through leadership
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development (Gordon & Overbey, 2018; Keller, 2018; Richins, 2018).

When a succession plan was set up in a nonprofit organization, there was an
expectation of a crisis regarding the looming loss of an organizational servant and/or
transformational leader (Gordon & Overbey, 2018). Predicted scarcities of nonprofit
leaders ensuing from baby boomer leaders’ retirement coupled with increasing economic
value and the social importance of nonprofit organizations, made it necessary for faith-
based nonprofit leaders to have succession planning to enable sustainable success in
achieving organizational goals and mission (McKee & Froelich, 2016). Besides, a
globalized era of rising complexities for nonprofit operations in an ever-changing
environment required faith-based nonprofit leaders to set up succession plans, to facilitate
sustainable success in achieving organizational goals and mission (Huynh, 2016; Torry,
2017).

Challenges to Succession Planning

For many nonprofit leaders, the greatest challenge was knowing when to enable
someone else to take the reins of leadership and stepped aside with dignity (Bacq,
Janssen & Noél, 2017; Bassous, 2015; Gordon & Overbey, 2018). Many nonprofit
leaders liked power and control, which militated against succession planning
(Prabhupada, 2018). Of course, power could be intoxicating for many leaders
(Prabhupada, 2018). The proclivity for power and control was endemic in nonprofit
leaders, given that humans have the intrinsic tendency to control other entities and to

exploit resources (Bhakti-Tirtha, 2018; Prabhupada, 2018).
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Faith-based nonprofit leaders’ lack of appropriate competencies in succession
planning was a hindrance to the development and implementation of effective strategies
for succession planning (McKee & Froelich, 2016). Faith-based nonprofit leaders left
their organizational leadership positions for various intentional, for instance,
retirement and acquisition of new employment; and unintentional, for example,
demise and job termination, reasons (Santora & Bozer, 2015). Many nonprofit
organizational leaders, particularly those who served in small and inadequately funded
faith-based nonprofits, could only hire new executives from other organizations on the
inevitable departure of their leaders due to deficiency of succession planning or
development of leadership programs (Santora & Bozer, 2015).

The findings from 11 independent surveys from 2006-2015 showed that an
average of 24% nonprofits had set up succession planning (Santora & Bozer, 2015).
One contributive factor to the deficiency of succession planning in faith-based
nonprofit organizations was that many faith-based nonprofit leaders had the tendency
to forget that imminent death would force them to eventually vacate their leadership
positions (Prabhupada, 2018; Santora & Bozer, 2015). Some faith-based nonprofit
leaders had the operational mindset that they would not die and thus would not set up
succession plans (Agarwalla, Seshadri, & Krishnan, 2015; Prabhupada, 2018).

Faith-based nonprofit leaders that persistently ignored the idea that they were
mortals who could die at any time had a lackadaisical approach to succession plans
(Prabhupada, 2018). Some nonprofit leaders would not teach employees leadership

development skills in preparation for leadership roles in time of need (Bozer et al.,
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2015; Santora & Bozer, 2015; Vrenthas, Freiwirth, Benatti, Hill, & Yurasek, 2018).

Many nonprofit leaders, faith-based nonprofit leaders inclusive, claimed that they did
not have the financial resources to initiate development of leadership programs to
help their employees benefit from practical leadership skills for their organizations’
sustainable success in the achievement of goals and mission (Bozer et al., 2015;
Santora & Bozer, 2015). Faith-based nonprofit leaders’ selection of the most
competent, responsible, and smart candidate for a successor was a critical decision,
considering its significant impact on contemporary and future accomplishments of
organizational goals and mission (Hall-Ellis, 2015; Torry, 2017). Boards of directors
and executive directors of nonprofit organizations must acknowledge and address
succession planning challenges instead of maintaining a lukewarm attitude toward
the necessity of succession planning for sustainable success in the attainment of
organizational goals and mission (Bozer et al., 2015; Santora & Bozer, 2015).

Succession planning failed in many nonprofit organizations as a result of
nonprofit leaders not understanding and appreciating the difference between control
and responsibility (Santora et al., 2014). A leadership style that required flexibility
and broad-mindedness devoid of undue command and control was suitable for
succession planning. Servant nonprofit leaders were flexible, tolerant, and
responsible without the excessive exercise of control over staff and volunteers
(Northouse, 2018).

A servant/transformational leader that released control and nurtured the

succession process enabled successful succession plans (Roberts, 2015; Torry, 2017).
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A small faith-based nonprofit organization that was not an agency of a big
organization displayed lessened engagement regarding recruitment/retention roles,
for example, leadership training (Torry, 2017). Faith-based nonprofit leaders who did
not have competencies in talent retention might create succession planning challenge
for the organization or even closure, at the departure of the founding generation.

Four types of founder-leader profiles were discernible in nonprofit
organizations (Santora, Sarros, & Esposito, 2014). The destructive founder-leader
identified and undermined the successor by dint of his/her autocratic control (Santora
et al., 2014). The conscientious serving founder-leader identified and mentored the
successor by involving the board of directors and utilizing autocratic control (Santora
et al., 2014).

The maverick founder-leader did not offer leadership development to
potential candidates and selected an external candidate utilizing autocratic control
(Santora et al., 2014). The controller founder-leader supervised the succession
planning process utilizing strict control, thereby creating a challenge to achieving
success in the leadership successor process (McMullen & Warnick, 2015; Santora et
al., 2014). Santora et al. (2014) asserted that only the nonprofit conscientious
founder-leader succeeded in the leadership successor process.

Many nonprofit founder-leaders had the tendency to give the verdict on the
successor selection (Santora et al., 2014). A self-centric founder-leader might
embark on an act just for the preservation of leadership legacy; also, the continuous

presence of some founder-leaders was a hindrance to successful leadership
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succession (Santora et al., 2014). The essential components of succession necessitated
identification of critical positions, identification of necessary competencies, assessment
of staff, the creation of development plans, and evaluation of the team (Gordon &
Overbey, 2018; Holt, Hall, & Gilley, 2018; Rothwell et al., 2015).

The inclusion of stakeholders in goal setting strategy of succession planning
might motivate interested groups or individuals to make a meaningful contribution to the
organization’s leadership succession plans. Nonprofit and for-profit organizational
leaders’ burnout negatively impacted on succession planning (Frost & Laing, 2015; Gill,
Nathans, Seidel, & Greenberg, 2017; Sirén, Patel, Ortqvist., & Wincent, 2018).
Psychology historiographers recognized Herbert Freudenberger being the psychologist
that coined the terminology of burnout in the 1970s (Hoffarth, 2016; Patti, Schlottmann,
& Sarr, 2018; Samaraweera, Hamid, Khatibi, Azam, & Dharmaratne, 2018).

Freudenberger described burnout as a progressive emotional diminution and
motivational loss in his observation of aid organization volunteers in New York
(Freudenberger, 1974). Burnout affected a nonprofit organizational leader’s strategic
planning efforts, which impacted succession planning, which was part of strategic
planning (Frost & Laing, 2015; Olinske & Hellman, 2017). A nonprofit founder or leader
who emphasized their status claimed the collective team effort and impact as theirs and
were too self-egoistic to build on others’ ideas was a heropreneur (Pap-Thornton, 2016).

Heropreneurship wreaked havoc on the collective efforts of succession planning
in nonprofit organizations because a heropreneur, who might not have succession

planning skills, would not likely recognize and empower a staff that possessed the
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appropriate talent to help with the leadership task (McCormack, Brinkley-Rubinstein, &
Craven, 2014; Pap-Thornton, 2016). Heropreneurship referred to the promotion of hero-
worship of an entrepreneur as the ultimate sign of success, which led to a proliferation of
repeated and disjointed efforts where people were not likely to offer their best inputs to
revamp and redirect the organization for sustainable success in the attainment of
organizational goals and mission (Pap-Thornton, 2016). Notwithstanding practical
organizational consequences, astonishingly little theory explicated the processes of
executive succession planning in faith-based nonprofit organizations.

Faith-based nonprofit’s boards of directors had the fiduciary duty of the selection
of chief executive officers. Historically, faith-based nonprofit boards had not met this
responsibility (Torry, 2017). Nonprofit board of directors’ focused concentration on
corporate governance had impelled board of directors to be more involved in
organizational management.

Torry (2017) suggested that a nonprofit board of directors should facilitate the
collection and processing of information for success in achieving organizational goals
and mission. Nonprofit board of directors’ effective formal processes intended to gather
vital information about executive succession candidates facilitate a leadership succession
plan (Torry, 2017). Discernibly, these processes enabled excellence and high numbers of
executive leadership succession candidates (Torry, 2017).

In an era of unparalleled disruption and complexities, nonprofit board of
directors and executive directors seemed inadequately prepared for the predictable

exit of senior-level leaders as result of retirements as well as short-lived tenures
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(Barton, 2019). Shatilwe and Amukugo (2016) recognized factors that affected the

successful implementation of succession planning, to wit: unwillingness of leaders to
address succession plans, and leaders’ assumption that succession planning was outside
of their job description. Inadequacy of data on leadership succession plans, shortage of
resources and unwarranted cost and resource deficiency, staffing and substitution, and a
gap of well-defined valuation criteria and challenges regarding in-house change
resistance affect the successful implementation of succession planning.

Leaders’ Role in Succession Planning

The personnel of human resources departments could be actively involved in the
evolving succession plans along with the board of directors and executive directors
(Torry, 2017). The committed team of succession planners should set up SMART goals
to be achieved in a metacognitive time frame and revisit the plan annually to guarantee
the efficacy of the project in achieving organizational goals and mission (Torry, 2017).
The concept of specific, measurable, attainable, relevant, and time-bound (SMART)
goals is significant in setting up succession plans for sustainable success in the
achievement of organizational goals and mission.

Locke and Latham’s (2013) SMART goals enabled nonprofit leaders to define
their succession planning strategies and track the results to facilitate success in the
attainment of organizational goals and mission. Nonprofit boards of directors and
executive directors must commit to a leadership development planning strategy

(Bozer et al., 2015). Succession planners in faith-based nonprofits could face
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financial challenges when developing leadership programs for talented staff
preparation for organizational leadership roles when the need arose.

Human resources leadership/management played a significant role in
succession planning even in small faith-based nonprofits where management
function (for instance, finance) subsumed human resources (Torry, 2017).
Researchers have provided nonprofit leaders alternate strategies for dependable non-
financial, but often expensive leadership development programs (Bozer et al., 2015;
Santora et al., 2014). Faith-based nonprofit boards of directors and executive leaders
must made pragmatic strategic decisions regarding employing insiders or outsiders as
SuCCesSsors.

Bozer et al. (2015) asserted that hiring an insider signified the maintenance of
organizational status quo, whereas employing an outsider hinted on a change in the
nonprofit organizational strategy (Bozer et al., 2015). Indubitably, such a change in
strategy depends on several factors, including the performance of the organization,
organizational size, and whether or not there were qualified candidates internally
(Santora & Bozer, 2015). Faith-based nonprofit boards of directors and executive
directors must identify and proclaim their philosophy, whether they were grounded
in talent development or exogenous procurement of talent in their leadership
transition efforts (Torry, 2017).

The former approach (talent development) enabled employees to appreciate
an opportunity for the advancement of their careers, while the later - which was not

regularly applied in small non-profit faith-based organizations - implied that career
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progression or advancement was not forthcoming (Santora & Bozer, 2015). The
hiring of an outsider might lead to organizational talent brain-drain of internal staff
(Santora & Bozer, 2015). Procurement of an external talent implied that the
organizational strategic plan had failed (Tichy, 2015).

Nonprofit’s human resource personnel play a significant role in facilitating a
leadership transition with the external or internal successor and its aftermath (Torry,
2017). The human resources served as a tool for harmonizing relations between a
successor and the staff while preparing the successor and the board to comprehensive
existing policies to guarantee smooth imminent successions (Bang, 2015; Carbo &
Storm, 2018; Santora & Bozer, 2015). As far as succession planning in nonprofits was
concerned, boards of directors and executive leaders must set goals designed to resolve
probable conflicts between their faith-based organizational needs and personal/family
needs; in this way, nonprofit leaders could have a smooth succession (Torry, 2017).

The Role of Board Members in Succession Planning

An indispensable responsibility of nonprofit board members included ensuring
that a competent executive was developed in-house to fit into the executive leadership
role on the exit of the incumbent leader (Leblanc & Fraser, 2016). Even if the incumbent
executive leader was at her or his highest leadership proficiency, the board of directors
must ensure there was someone handy to step into the executive position should the
current executive leave the organization. Nonprofit board members should consider
proactive steps they would take in preparedness to addressing leadership transition. Faith-

based nonprofit leaders should develop a short-term succession plan for their
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organizations (Torry, 2017). The short-term plan should entail an outline of the
leadership provision process of the nonprofit at an unanticipated or anticipated short-term
unavailability of the chief executive officer (CEO).

Proactive planning for leadership succession. The members of a nonprofit
board of directors were cautious regarding preparation for the inevitable transition
because they were uncomfortable that it might send a signal to the incumbent executive
director that the board members were ready for a change in executive leadership (Leblanc
& Fraser, 2016). Nonetheless, if the members of the board of directors clarified their
intent to proactively plan for the organization’s leadership succession planning, the
executive directors would resonate with their conscious intention. Chairs of a nonprofit
board of directors and executives should periodically deliberate on the executive
director’s metacognitive timeframe of tenure.

In the planning or commencement stage of the leadership succession process,
open communication was indispensable to trust-building in succession planning (Leblanc
& Fraser, 2016). Meticulous planning for leadership succession reduced the anxiety
associated with sudden departures and assists succession planners to focus on critical
decisions they were expected to make at a leadership transition (Torry, 2017). Board
members and the exiting executive director benefited in smooth leadership succession.

The information-processing systems between nonprofit nominating
committees, current executives, chairs of the board of directors, and shareholders
affected the inclusiveness of executive succession procedures (Walther, Calabro, &

Morner, 2017). Walther et al. (2017) identified four major information-processing
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determinants of inclusiveness in the succession processes. They were the
effectiveness of nominating committee in the sharing of information; absorption of
disagreement and incorporation of varied opinions; and, leadership of the board of
directors, to wit, a trainee board of director leadership structure in connection with
openness to ideas of the board chair. The quality and quantity of information sharing
between executives and nominating committees, and the controlling potency of
shareholders impacted the leadership succession processes.

Strategic readiness. Nonprofit board members that were operating effectively in
strategic readiness were at a great advantage regarding leadership succession planning
because they integrated succession plan implementation with strategic plans, in
accomplishing long-term organizational goals and mission (Leblanc & Fraser, 2016;
Wheelen, Hunger, Hoffman, & Bamford, 2015). Board members’ commitment to
enhanced functionality and cooperation or team spirit with the executive director
facilitated the successful implementation of the succession plan. High performance and
high trust of board members were essential strategic readiness factors of succession
planning in organizational settings (Leblanc & Fraser, 2016; Wheelen et al., 2015).

The fundamental practices of board members that created an avenue for a
successful executive leadership succession included an effective review of the annual
performance of the nonprofit executive director; an annual board members self-
assessment, and a continuing board development plan (Leblanc & Fraser, 2016; Wheelen
et al., 2015). An effective organizational planning initiative and strong bond of affinity

between board members and executive leadership as partners in progress are significant
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board member practices. An executive director must ensure the grooming of future
leaders to step into the leadership roles of exiting leaders (Leblanc & Fraser, 2016;
Wheelen et al., 2015). The executive director must prioritize the development of internal
leadership.

Although the nonprofit executive director’s prerogative was not the selection of
the next organizational leader, she or he should develop internal leaders to enable
consideration for future executive role whenever a leadership succession transpired
(Leblanc & Fraser, 2016; Wheelen et al., 2015). Besides the individual and independent
effort of a nonprofit executive director in developing internal leaders, board members
should support her or his efforts through open communication. Board members should
ask the executive director to update the executive committee periodically on the readiness
of prospective candidates, to facilitate the establishment of leadership preparedness.

A major advantage of the board members’ involvement in succession planning
was connected with identification of strategy as to the availability of competent
candidates whenever leadership succession needs transpired (Leblanc & Fraser, 2016).
Additionally, executive leaders and board members should set up many competent
candidates in place for consideration to the executive leadership role. The availability of
many qualified candidates developed internally increased the chance for board members
to select an internal candidate as a successor to a departing executive leader.
Application of Leadership Development in Succession Planning

Rudimentarily, leadership development implied teaching the qualities of

leadership such as effective communication, ways to motivate and inspire people, and



44

personnel management in an individual or the group who might use such competencies
and skills in a leadership position (Bozer et al., 2015). The irony of a written down
succession plan was that planning without leadership development did not produce the
required value-added competencies, leadership capabilities, specialized knowledge, and
performance-based success in achieving organizational goals and mission of prospective
successors (Johnson, Pepper, Adkins, Alexius, & Emejom, 2018). Faith-based nonprofit
leaders’ attainment of sustainable success in achieving organizational goals and mission
necessitated the integration of leadership development programs with succession
planning (Torry, 2017).

An effective strategy for succession planning required integration of a robust
leadership development program, and effective integration of leadership development and
succession planning enhanced an adaptable succession plan (Carbo & Storm, 2018;
Gordon & Overbey, 2018; Wilson, 2018). Nonprofit leaders’ success in accomplishing
organizational goals and mission depended on effective talent management as well as
development planning (Bozer et al., 2015). Identifying potential leaders and developing a
leadership transition plan was critical to guaranteeing nonprofit organizational leadership
readiness for contemporary and future challenges (Wilson, 2018).

Nonprofit leaders’ focused identification of potential lapses in talented personnel
and generating programs to meet their needs ensured that nonprofit leaders utilized the
organizational intellectual capital to create a pool of leadership candidates imbued with a
talent for leadership succession (Gordon & Overbey, 2018; Odengo & Bett, 2016;

Wilson, 2018). Leadership development in nonprofit organizations enabled increased
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leadership capacity and a pool of talent for succession planning. Nonprofit leaders’
competency to manage the plan for succession created a provision for concatenation
while developing the skills of potential successors as well as enhancing the potential of
committed and ambitious staff (Bottomley, 2018).

Nonprofit leaders should make provision for related development initiatives that
could prepare prospective leaders for more responsible engagements (Gordon &
Overbey, 2018). A time-tested management witticism brought to bear that investment on
staff yielded competitive organizational edge. Succession planning promoted strong
leadership development by creating upward mobility of employees’ competencies and
skills, to enable success in the organization’s achievement of strategic goals and mission
accomplishment (Gordon & Overbey, 2018).

Nonprofit leaders should design leadership programs as developmental systems
that enhanced the experience of their potential successors to attain organizational strategy
by guaranteeing that the development programs were relevant to leadership succession
(Gordon & Overbey, 2018). There was a need for nonprofit leaders to support staff who
were on leadership development programs, to enable translation of learned skills into
practice, given that a common pitfall in the development of initiatives is the inadequate
support of the positive change of behavioral patterns and actions of leadership
development participants in return to their offices (Gordon & Overbey, 2018). An
ingeniously designed and expertly managed succession plan that incorporated

leadership development could enable nonprofit leaders to circumvent dependence on



46

a replacement process which narrowly focused on a search of a novel type of the
departed leader (Hall-Ellis, 2015).

Nonprofit succession planners should consider the leadership development
prospects available to high-potential employees, talented staff and business-critical
workforces (Gordon & Overbey, 2018). Faith-based nonprofit leaders should identify and
utilize opportunities to reinforce leadership capacity, especially about strategic priorities
(Torry, 2017). Nonprofit leaders must communicate their commitment to enabling the
facilitation of employees’ career development through a variety of opportunities (Gordon
& Overbey, 2018) given that commitment enabled the accomplishment of specific set of
goals (Locke & Latham, 2013; Latham, 2016).

Nonprofit leaders must spell out unequivocal messages about their commitment to
leadership development, to instill a spirit of leadership learning commitment of
prospective leaders (Gordon & Overbey, 2018). Nonprofit leaders must be confident in
their coping capacity to leaders’ departure from the organization or long-standing
absence of principal leaders of the team (Hall-Ellis, 2015). Leadership development in
nonprofit organizations was most successful in accomplishing organizational succession
planning goals when the succession planners designed it with an understanding of the
specific needs of the nonprofit, each leader’s personal development needs, and the
anticipation that the leaders would assimilate the leadership learning and translate it into
working practice (Bozer et al., 2015).

The agreed upon succession plan was a collective effort and constituted a

commitment between workers and leaders with the prime objective of nurturing the
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workers’ focused development competencies (Bozer et al., 2015). An effective leadership
development program grounded on comprehensive organizational needs analysis;
additionally, leadership competencies should focus on specific high goals of learning that
aligned with intramural systems and procedural methodologies, to promote expedited
embeddedness in the organizational culture. A balance of nonprofit organizational needs
and each leader’s personal needs was essential to succeed in the delivery of leadership
development because it enabled achievement of organizational goals and mission (Hall-
Ellis, 2015). Generally, there should be a link between structured career management,
servant/transformational leadership development, and programs of succession planning
that aligned professional, personal, and corporate objectives to the advantage of all
parties concerned (Hall-Ellis, 2015).
Expectancy Theory

In his expectancy theory, Vroom (1964) focused on human behavioral changes in
the work environment based on motivation. Vroom (1964) asserted that a worker would
employ more effort when they had the conviction that a positive reward would be the
outcome of the increased energy. The expectancy theory facilitated the understanding of
leaders about decision drives (Chen et al., 2016). Based on Vroom’s expectancy theory,
behavioral patterns that influenced an employee’s decision to exit an organization
depended on motivational forces (Baumann & Bonner, 2017; Chen et al., 2016; Lloyd, &
Mertens, 2018). Three constructs constituted the motivational forces: (a) instrumentality,
(b) expectancy, and (c) valence (Acikgoz & Sumer, 2018; Chen et al., 2016; Purvis et al.,

2015).
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Valence referred to the perceived worth of an outcome such as reward (Vroom,
1964). For instance, if any employee had value for a specific reward, then there was a
high probability of their making effort in improving performance to achieve the reward.
Instrumentality referred to the possibility that one outcome led to another; for instance,
greater rewards resulting in higher job satisfaction. Expectancy refers to the high
probability of behavior, leading to a productive outcome such as working harder in
generating a greater reward.

The constructs of motivational forces captured an individual’s imperceptible
evaluation of success, the effort essential to achieve success, and the rewards enticement
that came with success (Purvis et al., 2015). Nonprofit leaders should integrate
competencies with all the three constructs in a goal behavior model such as succession
planning to enable the creation of the appropriate motivational forces (Wood, Logar, &
Riley, 2015). The appropriate integration of motivational forces to enable any prospective
leader to contribute to the sustainability of a nonprofit organization was contingent on his
or her self-interest (Purvis et al., 2015) and their propensity to exclusively engage in
behavior with achievable goals and rewards (Wood et al., 2015).

Vroom (1964) quantified motivational forces (MF) as MF =E x [ x V, where E
represented expectancy, | was instrumentality, and V was valence. The constructs served
various purposes in decisions regarding behavior. Instrumentality and valence correlated
with a prospective leader’s understanding of intrinsic and extraneous outcomes
(Tarmann, 2017; Rheinberg & Engeser, 2018). Expectancy was employees’ intrinsic

perceptions regarding the ability for goal achievement (Purvis et al., 2015). The
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Expectancy-Instrumentality-Valence (E-I-V) scores enabled the assessment of behavioral
decisions.

In the purview of Vroom’s expectancy theory, intentional separation was a
deliberate and rational action as against the reactive paths in the emerging model of
voluntary turnover (Tarmann, 2017). Dominant extraneous weight as against the intrinsic
nature of the emerging model of voluntary turnover was discernible in the expectancy
theory (Tarmann, 2017). Consequently, decision making regarding behavioral patterns
lay credence to external rewards in mitigating turnover. Purvis et al. (2015) suggested
that resources, reward/punishment systems, as well as organizational leaders’ support,
could influence the expectancy of workers and psychological climate of the workplace.

Leadership Pipeline

The leadership pipeline entailed training of internal candidates who were stepping
into leadership positions whenever the need arose, thus facilitating leadership continuity
(Charan, Drotter, & Noel, 2011). The leadership pipeline enabled the new leader’s
understanding of the culture of the organization and business direction. The leadership
pipeline facilitated experience acquisition for specific leadership positions, and this
ensured an effective succession plan.

Leadership historiography lay credence on Walter Mahler being the originator of
the leadership pipeline model in the published framework Critical Career Crossroads of
his research findings at General Electric company in the 1970s (Charan et al., 2011).
Mabhler contended that there was a need for work values-shift at varying stages of the

organization, to guarantee leadership sustainability in accomplishing organizational
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goals. Charan et al. (2011) further developed the work of Mahler in a six-stage leadership
pipeline model in developing the next generation of leaders by outlining a leadership
development framework from junior positions to senior executive leaders.

Charan et al. (2011) sought to ensure that organizations had effective leadership
that resulted from internal leadership development as against looking out for external
leaders to fill organizational leadership positions when the need arose. The leadership
pipeline model enabled an internal promotional ladder that facilitated the movement of
eligible leadership candidates from one level to another. Charan et al. (2011) recognized
the identification of leaders and potential leaders, assessment of leaders’ competencies,
leadership development planning, and measurement of the leadership pipeline
effectiveness to enable the implementation of succession planning strategies. Charan et
al. (2011) underscored the challenges that prospective leaders must overcome in a bid
finding themselves in the desired leadership position.

The Six Steps of Leadership Pipeline Model

Step One: Managing self to managing others. The first step included the
employees, with still comparatively little leadership experience (Charan et al., 2011). The
employees were usually prepared with technical as well as professional skills but had not
fundamentally improved the skills required to lead or manage other employees. The step
aimed to hone and broaden individual skills, with the capability to comprehend and
resonate with the organizational culture at the top list of the skills that mentors needed to

teach the employee.
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Throughout the preliminary process, employees’ primary responsibilities were
enhanced and ultimately found themselves on the platform of first-line management. The
preliminary stage of leadership transition could be the most challenging given that it
involved value-based shift or a change in behavioral patterns (Charan et al., 2011). The
skills that mentors should teach employees throughout the preliminary step included
work planning, work assigning, motivational and coaching skills, and employee
assessment (Charan et al., 2011). The emphasis was on fundamental management
functions, for instance, reallocation of time as well as other resources.

The ability of the employee or prospective leader to effectively manage time for
the accomplishment of organizational goals was crucial to her or his development
(Charan et al., 2011). The capability of the leader for time reallocation was imperative to
organizational development. There was an emphasis not only in positive behavioral
changes but the employee’s attitudinal positive change from tolerance of management to
valuing the importance of management (Charan et al., 2011). There was a paradigm shift
from individualism mindset to team effort and control. Although first level management
entailed tasks and individual responsibilities, first level managers needed to gradually
embrace managing others mindset too.

Step Two: Managing others to leading managers. Charan et al. (2011)
contended that leaders mostly neglected the second step of the leadership pipeline
framework in organizational settings. However, the second stage that entailed managing
others to leading managers was most critical to leadership development for effective

succession planning. Second level managers built the management foundation of the
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organization and selected and trained future managers of the organization (Charan et al.,
2011). On the onset, the dissimilarity to the preceding step was not as discernable;
however, there was task variation to level one and level two managements. The level two
manager should divest herself or himself from the individual tasks to managing other
employees.

Skills development focus was assessment and selection of employees for first-
level roles, assigning and facilitating their managerial work, and measuring the attained
progress in the new position (Charan et al. (2011). Essentially, the first-level managers
became mentors on stage two. In pursuance to the workability of the leadership pipeline
model, the second-level candidates needed to comprehend managers’ value-based
requirements. Charan et al. (2011) asserted that one challenging responsibility of second
level managers of managers was in returning employees to the role of an individual-
contributor if there was no shift in value and behavior of the first-line manager.

Many people at the apex of performance had resistance to change, given that they
liked performing those activities that enabled the achievement of their goals (Charan et
al., 2011). Many people transitioned jobs without transition in behavior and values.
Coaching was another valuable skillset in preparation for second-level management
(Charan et al., 2011). The coaching of first-line managers was not free from limitations;
therefore, second-level managers should make provisions for feedback of performance.
Besides, the emphasis should begin shifting slowly to the significance of mentorship and

moving away from solely processes focus.
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Step Three: Leading managers to functional manager. Development of
leadership communication was the fundamental skill set that enabled functional
management. (Charan et al., 2011). A functional manager required broad-based
comprehension of organizational needs beyond performances and tasks that she or he
needed to accomplish. Understanding of organizational needs was imperative for a
functional manager, considering that she or he would lead other managers to functional
managers.

The essential skills for development at the third-level management platform were
ability for team participation — communication as well as comprehending the needs of
team members and their concerns (Charan et al., 2011). Charan et al. (2011) suggested
that the functional manager should simultaneously maintain site operational needs and
compete for resources. The developmental focus should lean toward the strategic
capabilities of third-level potential managers and enhancement of task delegation to other
employees and managers. The emphasis shifted to managerial maturity, or long-term
strategy, meaning, the capability of creating a functional plan that allowed for better
performance. Functional managers looked beyond the current moment and generated
strategies for a sustainable competitive organizational edge.

Step Four: Functional manager to business manager. One who attained the
fourth level of management was considered to have made significant strides on the
leadership scale. Organizational managers on the fourth level of governance needed to
perform under more considerable pressure, as their autonomy in decision making

expanded further (Charan et al., 2011). Senior organizational leaders are expected to
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identify competent employees for training and empowerment for the position because
real leadership skills are imperative for prospective candidates.

The fourth-level management platform entailed a significant positive change in
the leadership pipeline model, given that individual skillsets began shifting from
management to leadership (Charan et al., 2011). Beside strategic thinking skills and
improvement in the allocation of time and resources, the manager needed to develop a
deeper functionality comprehension and its influence on profits, the focus on growth
should shift to the improvement of the working ability of managers and their ability to
inspire and control team members.

The fourth-level business managers must possess skills in comprehending the
operational variation of employees and improve their abilities in understanding workers
on an emotional level (Charan et al., 2011). Additionally, the business managers’
development of high emotional intelligence served a useful purpose in improving the
employee-manager relationship. Besides the development of expertise in managing
different employees, the manager must develop the skill in team building despite the
differences in individuals.

On the fourth-level management platform, the emphasis is on the strategic trade-
off between present needs and organizational future goals (Charan et al., 2019). Ensuring
that operations were going on smoothly, meeting with financial requirements was another
essential obligation of the business manager. Instead of the allocation of time and
resources, the fourth-level managers invested most of their time on reflection and

analysis of the past, present, as well as future organizational performance. Charan et al.
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(2011) asserted that the fourth passage might lead to challenges in the leadership pipeline
model. For the passage to work correctly, it was incumbent on business managers to
develop trust and acceptance of advice and adapt to receiving feedback in good faith from
all functional managers.

Step Five: Business manager to group manager. The value that a business
manager put in various businesses was the primary determinant of his or her shifting from
business management level to group management platform (Charan et al., 2011).
Whereas business managers would continue to focus on their teams’ accomplishments,
group managers focused on satisfaction from others’ achievements. The emphasis in this
passage was on the discovery of enablers of other managers in attaining excellence as
against self-perfection. The development of four skillsets were requisites in this passage
(Charan et al., 2011).

First, the emphasis was on evaluating skillsets as well as planning of strategy that
focused on capital allocation and deployment. Identification of the right data, data
analysis, as well as application of the appropriate corporate strategies in any circumstance
were the operational capabilities required of group managers (Charan et al., 2011). The
second skillset entailed managers’ development by the group manager. Though
mentoring was vital in all the preceding passages, identifying and supporting the right
talent was critical in the fifth level of the leadership pipeline model (Charan et al., 2011).

The third requisite skill of the group manager was that she or he should have the
ability to view the broader business needs of the organization regarding expansion and

growth of the business operations (Charan et al., 2011). Group managers must have
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creative and critical thinking skills and the capability to innovate unique projects and
discard non-working old operations; this included operations that were counterproductive
to organizational profit generation. Charan et al. (2011) suggested that group managers
should develop enhanced self-actualization. Moreover, leadership was a holistic practice
at the group management level of the leadership pipeline model.

Step Six: Group manager to enterprise manager. The entrepreneurial
management level of the leadership pipeline model was value-based rather than skill-
based (Charan et al., 2011). The establishment of the practical application of the leader’s
technical skillsets in generating positive change would be imperative, and the leader
focused on the values of her or his leadership strategy as well as success in
accomplishing organizational goals. The enterprise manager focuses more on strategic or
long-term vision, though she or he still maintained short-term operations.

Principally, the final passage leader focused outwards in her or his leadership
approach. The sixth stage of the leadership pipeline development emphasis was on
visionary instead of strategic thinking (Charan et at., 2011). Entrepreneurial leaders think
big and had a pragmatic vision for the organizational future; micromanagement was not
her or his watchword, considering that she or he operated based on trusting, inspiring,
motivating, and empowering managers. The sixth-level leader communicated her or his
vision clearly to enable ultimate success in accomplishing organizational goals (Charan et

at., 2011).
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Application of Leadership Pipeline in Succession Planning

In a bid to achieving effective succession planning in nonprofits by the
application of leadership pipeline model, there was a need for transparency (Rayburn,
Grigsby, & Brubaker, 2016). Honesty must be the watchword, and employees should
understand the succession planning process as well as the setting of clear guidelines for
participation in the leadership succession planning. Besides, leaders should seek the input
of employees, to enhance the effectiveness of succession planning.

Succession planners benefited if they shared the leadership options and selection
criteria regarding succession planning with their employees (Barton, 2019; Gill &
France, 2019; Payne, Hovarter, Howell, Draws, & Gieryn, 2018; Torry, 2017).
Moreover, leaders should educate employees on the hiring process for leadership
positions, and they should set standards for selection for each leadership position. If faith-
based leaders made changes in the selection criteria, they should communicate the same
to organizational members and the rationale of the revisions based on fairness (Torry,
2017).

By focusing on transparency, succession planners ensured that employees were
motivated and behaved transparently (Friedman, 2017). Ali and Mehreen (2019)
reported the existence of a bond of affinity between succession planning and
turnover intentions and offered a mediation mechanism regarding job security and
professional attitude for the mitigation of bank employees’ turnover through
succession planning. LeCounte, Prieto, and Phipps (2017) examined the significance of

talent management policies and practices concerning leadership pipelines and provided a
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conceptual framework that organizational leaders could adapt to guarantee preparedness
for chief executive succession in maintaining a competitive edge.

Charan et al. (2011) contended that if the leadership pipeline of any organizations
was consistent and without obstruction, organizational leaders had the potential to
develop a factory of leadership talent. Charan et al. (2011) asserted that the leadership
mentors of the organization needed to structure the leadership pipeline pragmatically and
consciously, to enable commitment and positive outcome. Trainers should implement the
leadership pipeline at all the leadership levels. The implementers of the leadership
pipeline at faith-based nonprofit setting must be transformational (Torry, 2017).

Nonprofit succession planners must break out of the circumscription of
merely identifying the successor candidates; they should rather develop in-house
talent to take the challenge of leading the impending organizational change (Rothwell
et al., 2015). Leadership pipeline implementation enabled the provision of a vibrant and
impartial overview of prospective successors and facilitates the establishment of
dependable succession plans. Implementation of a leadership pipeline enabled faith-based
nonprofit leaders to work on succession planning on three platforms or levels, to wit:
operational, tactical, and strategic succession planning.

Operational succession planning. On the operational level of succession
planning, succession planners and implementers should have a list of immediate
prospective successors aspiring for respective senior leadership roles and important
positions (Charan et al., 2011). The listing exercise facilitated the management of

unanticipated resignations. Frequently, succession plans were simply paperwork or list of
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names set out on Microsoft Excel sheets referred to as operational succession planning
(Charan et al., 2011). Nevertheless, when there was a vacancy that required a qualified
person to step into the role of leadership, someone else whose name did not appear on the
list of potential candidates had the great fortune to take over the leadership responsibility
(Charan et al., 2011). One factor responsible for the oversight in the operational
succession planning level was connected with outdated lists of potential leadership
candidates or lack of requisite qualification of the individuals on the list. Unqualified
individuals were put on the potential leadership candidates list due to lack of
thoroughness and rigor of the enlisting process (Charan et al., 2011).

Tactical succession planning. Tactical succession planning was tailored toward a
time prospect of one to five years. On this level, nonprofit leaders, including faith-based
nonprofit leaders, should strategically envision three to five years and commence
planning on prospective candidates that were eligible for different positions (Charan et
al., 2011). Nonprofit leaders should utilize organizational positions in developing and
preparing potential candidates. The leadership pipeline framework eased discussion that
aimed at addressing the training of potential leaders for different situations.

Strategic succession planning. Strategic succession planning was within the
metacognitive timeframe of five to ten years or more (Leadership Pipeline Institute, n.d.).
Succession planning strategists built the leadership pipeline framework into their
recruitment process, and performance management, as well as development processes.
Many nonprofit executive leaders embraced the challenges of succession planning in

good faith to enable sustainable organizational growth. Often, many lower level leaders
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did not receive adequate support for the transition to higher levels. Skipping of standards
was a common practice that led to inadequate skills development, to enable addressing
leadership problems (Charan et al., 2011).

Many nonprofit leaders confirmed that they did not have sufficient potential
candidates for expected vacant senior leadership positions (Leadership Pipeline Institute,
n.d.). The attributable factor to lack of potential leadership candidates at the
organizational setting was that recruiters failed to pay attention to people who possessed
executive potential (Charan et al., 2011). Leadership development experts were
undoubtedly capable of developing all types of leaders but could not establish all leaders
into effective executives. Recruiters should hire with a bigger picture in mind for the
organization’s sustainable development.

Implementation of the leadership pipeline framework was essential at all the
stages of succession planning. The leadership pipeline framework was particularly
indispensable to the strategic and tactical levels of succession planning. Leadership
Pipeline Institute (n.d.) suggested that the following initiatives facilitated the
implementation of the leadership pipeline framework in succession planning at all three
levels:

¢ Nonprofit leaders should use the leadership pipeline framework as their
architectural plan in assessing and developing leaders.
® Nonprofit leaders should use the leadership pipeline framework as a tool for

performance management.
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e Recruitment should be structured and rigorous and align with modest succession

planning prediction (Leadership Pipeline Institute, n.d.).

A succession plan that was based on clear intentions most often yielded a
successful outcome (Ghee, Ibrahim, & Abdul-Halim, 2015; Peters-Hawkins, Reed,
& Kingsberry, 2018). Succession planning facilitated the planning of development
initiative for leadership successors as well as management of resignation risk of senior
leaders in strategic positions. Succession planners must, in the circumstance, take the
value of succession planning with good intent and meticulousness (Leadership Pipeline
Institute, n.d.).

Summary and Conclusions

The indispensability of succession planning correlated with sustainable
achievement of organizational goals and mission in faith-based nonprofit organizations.
However, succession planners faced several challenges. In Chapter 2, I conceptualized
succession planning and described the challenges that nonprofit leaders faced in the
succession planning process. I discussed, leaders’ role and leadership development role in
setting up successful succession planning. I presented the expectancy theory as well as
the framework of the leadership pipeline and its application in effective succession
planning in nonprofit organizations.

Although nonprofit succession planning research was abundant in the
management literature, the existing studies were mainly quantitative. This study might
fill the gap in literature from a qualitative comparative study perspective. In Chapter 3, I

would present a comprehensive description of the study’s design. The discussion would



entail the research approach, sample and population, data collection method, data
management, data analysis plan, quality and ethical considerations, the role of the

researcher, researcher bias, and protection of participants.
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Chapter 3: Research Method

The purpose of this qualitative comparative case study was to compare the
effective succession planning strategies of faith-based nonprofit leaders in Maryland and
Pennsylvania in the achievement of their organizational goals and mission. The need for
the study was to bridge the gap in existing literature in the area of succession planning
strategies in faith-based nonprofits from a comparative perspective. Chapter 3 entailed a
description of the research design, sample of the study and population, method of data
collection and procedures, management of data and procedures, method of data analysis,
as well as ethical concerns.

Research Design and Rationale

The overarching research question that served as guidance in this qualitative
comparative study was: How do the succession planning strategies of faith-based
nonprofit leaders in Maryland and Pennsylvania compare in their ability to achieve
organizational goals and their mission?

The sub-questions were:

1. What succession planning strategies do faith-based nonprofit leaders
implement to enable success in achieving their organizational goals and
mission?

2. How does the implementation of succession planning strategies help faith-
based nonprofit leaders to successfully attain organizational goals and
mission?

3. What succession planning strategies, if any, work best to achieve
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organizational goals and mission?

The results of the study might lead to an understanding of the strategies that faith-
based nonprofit leaders implemented to enable sustainable success in attaining
organizational goals and mission. This segment entailed a description of the research
design that would be utilized in this study comprising of the research method, sample and
population, data collection strategies, method of data analysis, research report structure,
ethical concerns and the issue of quality, the researcher’s role and bias, as well as
protection of participants.

Theoretical Method of Inquiry

I chose the qualitative comparative case study for this research. Researchers
distinguished between the theoretical and philosophical assumptions that underpinned
research methods. The philosophical presumptions could be ontological, epistemological,
axiological, rhetorical, or methodological (Victor, 2017). In the ontological philosophical
assumption, the accentuation was on reality or the essence of reality. In epistemological
assumption, the emphasis was on the bond of affinity between the researcher and the
object of research; in axiological, the emphasis was on the value-drives of the
investigative study (Victor, 2017).

The rhetorical assumption was focused on the researcher’s persuasion of the
reader about the worthwhileness of his/her presentation whereas in methodological
assumption the stress was on the procedural methodologies of the researcher (Victor,

2017). The methodological philosophical assumption featured prominently in this study.
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Researchers utilized three principal methods in research namely, quantitative, qualitative,
and mixed methods (Yin, 2018).

In the social sciences, quantitative research entailed a systematic empirical study
of perceptible phenomena through mathematical, computational, or statistical techniques
(Victor, 2017). Quantitative researchers commenced the utilization of quantitative
method in the 19th century, and it extended into the late 20th century at a period that the
main worldview on investigative studies was postpositivist (Victor, 2017). The
quantitative research method was traditionally quasi-experimental or experimental in
design. Quantitative researchers in the social sciences frequently depended on surveys for
their data collection.

Qualitative research referred to an investigative study of the meaning that groups
or individuals assign to social phenomena (Yin, 2016, 2018). Qualitative researchers have
been using the qualitative method since the 1990s, and it became comparatively a more
contemporary research method than the quantitative method (Victor, 2017). Qualitative
researchers were driven by the participatory, constructivist, and advocacy worldviews,
and rely on the experiences of research participants.

The principal qualitative research approaches, to wit: ethnography, case studies,
grounded research, narrative research, and phenomenological research (Yin, 2016).
Comparative case study researchers endeavored to compare the quintessence of
participants’ perception of a phenomenon through description. A comparative case study
entailed studying a limited number of participants via an extensive and profound

engagement in an effort to generate patterns and meaningful bond of affinities. In
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comparative case study, the researcher subdued his/her own experience in a bid to
understanding the participants’ perceptions.

Mixed research method was not as popular as the qualitative and quantitative
methods. Researchers started using the mixed methods after Campbell and Fisk applied
the mixed methods to assess psychological traits validity in 1959 (Victor, 2017). The
mixed research method referred to a multimethod research or an integration of
quantitative and qualitative methods, which involved the utilization of multiple methods
of data collection techniques and analysis (Yin, 2016, 2018). A typical instance of the
utilization of the mixed methods in research would be the conjoining of quantitative
surveys with qualitative interviews and observations.

In qualitative research, the researcher typically used open-ended questions
whereas in quantitative research, the investigative inquirer utilized closed-ended
questions (Yin, 2016). Qualitative data examination was subject to researchers’
comprehension and has an adaptable configuration, whereas quantitative data
investigation was statistically driven with a fixed structure and comprising hypothesis
testing (Yin, 2016)

A researcher could investigate the same research problem from a quantitative or
qualitative perspective (Yin, 2016). A researcher might choose to explore the problem’s
depth as a phenomenon (qualitative methodology) or investigate the variable associations
to evaluate their influences on phenomena (quantitative methodology). In the evaluation
process to ascertain the appropriate methodology to utilize in a study, the researcher often

employed the research questions’ context for guidance. I sought to understand the



67

phenomenon of succession planning through the exploration of the perspectives of faith-
based nonprofit leaders, so the qualitative research design was most appropriate in this
study.

Rationale for Comparative Study

The comparative case study approach was designed to enable researchers to
examine the features and compare two or more cases of specific phenomena in profound
details from the quintessence of participants’ perspectives (Yin, 2016). Yin (2016)
identified five main qualitative research approaches namely, case studies, grounded
theory, ethnography, narratology or narrative research, and phenomenology. A
researcher’s selection of an appropriate approach was contingent on the purpose and
research data type he/she would collect.

Narrative research approach. In narrative research, the inquirer studied
individuals’ lives (Yin, 2016, 2018).The focus of the narrative researcher was on the tale
of a particular experience, and researchers used the narrative approach across disciplines,
for instance, in social sciences and humanities including anthropology, sociology,
psychology, literature, and history (Yin, 2016, 2018) The archetypical approach that
narrative researchers used was to study one person in a metacognitive timeframe (Victor,
2017). Narrative researchers normally relied on interviews and review of documents to
generate data; they evaluated the data in a bid to conveying tales and advance themes
utilizing events sequences. The main goal of the narrative study was to generate an
account of an individual’s life, the chronological narration of events within a

metacognitive timeframe.
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Phenomenological research approach. Researchers utilized phenomenology to
procure an understanding of the quintessence of an individual’s lived experience (Yin,
2016, 2018). Phenomenology had its origin in psychology, education, and philosophy. In
general, phenomenological researchers explored numerous individuals with shared
experience.

Phenomenologists often used interviews to generate data from participants
(Merriam & Tisdell, 2016). Besides, phenomenological researchers might also review
relevant documents and images and embarked on observations to procure data for
analysis. The overarching focus of phenomenologists might also be to comprehend
phenomena that trigger human experiences.

Grounded theory research approach. In grounded theory research, the inquirer
developed a theory through the utilization of data generated from participants’
perspectives. The grounded theory approach had its root in sociology (Yin, 2016, 2018).
Grounded theory researchers explored processes, actions, or interactions that connect
numerous people. The goal of grounded theory researchers was to generate a theory
through a synthesis of results concerning their behavioral patterns.

Grounded theory researchers utilized interviews as the primary data collection
method, characteristically from 20 to 60 research participants in a study (Victor, 2017).
The data analysis in grounded theory research comprised of open, axial, and selective
coding techniques. Gentles, Charles, Ploeg, and McKibbon (2015) utilized grounded

theory in exploring the analytical viewpoints to reflexivity and established that the
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utilization of reflexivity and its integration in grounded theory research was at an
embryonic stage, which revealed the ongoing development of grounded theory research.

Ethnographic research approach. Ethnographers focused on the description and
interpretation of the behavioral patterns of a cultural group (Walcott, 2016). Ethnographic
researchers utilized anthropological and sociological techniques to facilitate a better
understanding of cultural groups of people. Ethnographers utilize interviews and
observations as primary data collection instruments and also collect data from other
sources during protracted periods of their fieldwork.

Case-study research approach. In case study research, the investigative inquirer
focused on in-depth explication and analysis of single or multiple cases (Yin, 2018). The
case study researchers drew techniques from political science, medicine, law, and
psychology to explore events, programs, and activities, or an individual. Interviews,
observations, documents review, and artifacts were the main techniques of data collection
in case study research.

Summary. These five main approaches to qualitative research proved useful for
resolving different research problems. For example, ethnography might be suitable to
resolve a particular research problem, whereas phenomenology might be more suitable to
address another research problem. Researchers have provided a valuable comparative
analysis of the distinct physiognomies of the five approaches of qualitative research
grounded on emphasis, nature of issue that constituted the best fit for each design,
background of the discipline, investigation unit, data collection techniques, approaches

for data analysis, research report, and the study’s organizational structure.



70

Narrative research was most suitable for a research problem which required a
story of an individual’s experience; phenomenology was most appropriate for describing
the quintessence of lived experiences of participants. Furthermore, grounded theory
research was most valuable for the grounding of a theory from the participants’
perspectives; ethnography was the best approach when the researcher had to tell and
explain shared cultural patterns of groups of people. The case study was the most suitable
approach when the researcher intended to build an in-depth comprehension of multiple
cases or a single case. In the circumstances, the five primary approaches of the qualitative
method were characteristically distinct. The comparative case study was the most suitable
research design for this study, considering that it enabled the researcher to compare the
perceptions of participants. The objects of comparison were the data or results from the
two faith-based nonprofit organizations.

Researchers utilized case study to investigate a contemporary phenomenon in
depth and in a natural setting, especially when the boundaries between the phenomenon
and context were unclear (Yin, 2018). Using a case study design enabled the researcher to
collect data impartially from a real-world scenario and asked questions that related to
what, how, and why (Yin, 2018). Exploring succession planning strategies that faith-
based nonprofit leaders implemented to achieve success in attaining organizational goals
and mission through case study constituted the most suitable approach for this inquiry
based on Yin’s (2018) description.

The comparative case study enabled the researcher to examine context and

features of succession planning strategies that faith-based nonprofit leaders implemented
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in attaining success in organizational goals and mission. In this comparative inquiry, I
used interviews to generate data. The comparative case study was appropriate to
understand the perspectives and experiences of faith-based nonprofit leaders regarding
implementation of succession planning strategies for nonprofit success in achieving
organizational goals and mission.

Role of the Researcher

I conducted the complete research throughout the stages of data collection and
analysis and writing of the research report. I traveled to partner organizations workplaces
whenever required to enable the conduction of the face-to-face interviews with research
participants. I conducted some of the interviews remotely, via telephone technology for
time effectiveness and participant’s preference. Janesick (2015) suggested that qualitative
investigative interviewers should commence by writing specific fundamental, descriptive,
and insightful questions.

Janesick (2015) asserted that interviewers should create comfortability and
conduciveness of atmosphere and pace during interview sessions. Interviewers must
lucidly explicate to the participants the rationale for conducting the interview; they
should genuinely display interest in participants and possibly smile. I have competency in
interviewing that facilitated the eliciting of valuable information from interviewees. I
commenced the interview process after obtaining approvals from Walden University
Institutional Review Board - 12-04-19-0182678.

The researcher’s role in interview protocol refinement was significant to

supporting the improvement of data quality (Castillo-Montoya, 2016). Castillo-Montoya
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(2016) recognized four phases of interview protocol refinement: guaranteeing the
alignment of interview questions (see Appendix A) with research questions, building a
conversation that was inquiry oriented, accepting interview protocol feedbacks, and
directing the interview protocol. I adopted the four phases of the interview protocol
refinement for enhancement of data quality. I embarked on data analysis after the
collection of data, and subsequently proceeded with the research report. Google search
strategy facilitated the selection of faith-based nonprofit organizations that participated in
the study. I did not have any relationship with partner organizations. I utilized bracketing
and a reflexive journal to mitigate bias. I utilized data that were free from researcher’s
bias by portraying the research situation correctly.
Methodology

Participant Selection Logic

This section entailed an overview of sampling design and description of the
sampling procedures and strategies for the selection of the participants, sample
characteristics, the sample size, and procedures for gaining access to the participants.

Overview of sampling design. A sample referred to a population subset (Bell,
Bryman, & Harley, 2018; Etikan, Musa, & Alkassim, 2016). Sampling was a significant
research component, considering that it was virtually impractical for a researcher to study
an entire population, due to economic and time constraints (Bell et al., 2018). Sampling
enabled a researcher to choose a population subset for an investigative study, to facilitate
a foundation for the generalization to a more significant population. I selected

participants to form a sample on the basis that such research participants could contribute
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to the understanding of succession planning strategies in faith-based nonprofit
organizations.

Researchers suggested varied approaches of sampling: theory-based,
homogenous, critical case, typical case, politically important, extreme or deviant case,
snowball or chain, intensity, confirming and disconfirming cases, random purposeful,
maximum variation, criterion, combination or mixed, opportunistic, and convenience
(Bell, Bryman et al., 2018; Etikan et al., 2016). The varied sampling approaches offered
researchers choices for the conduction of their studies.

A researcher selected the sampling approach that best suited his/her needs by
evaluating how the sampling strategy could generate a suitable sample that enabled the
researcher to tackle the research questions (Victor, 2017). The purpose of sampling in
qualitative research was to gain insight of a phenomenon. The target population of this
study was faith-based nonprofit leaders in Maryland and Pennsylvania.

[ used purposeful snowball sampling to select faith-based nonprofit leaders in
Maryland and Pennsylvania in this research. Purposeful sampling referred to the selection
of participants who could provide insight on phenomenon (Etikan et al., 2016; Gentles et
al., 2015). Snowball sampling, subsumed in a purposeful sampling referred to where
research participants recruited other participants amongst their acquaintances (Bell et al.,
2018; Gentles et al., 2015). The principal goal of purposeful sampling was to enable
researchers to focus on specific characteristics of a population of interest, which would

best facilitate the answering of research questions.
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I utilized purposeful snowball sampling to generate a sample size of six faith-
based nonprofit leaders from each of the two organizations to attain data saturation to
broaden the range of possible data and form a better picture for analysis. I utilized Google
search strategy to enable purposeful selection of the two faith-based nonprofit
organizations that participated in the study. The key words for the organizational searches
were faith-based nonprofits, social service providers, faith-based food aid. The two
organizations were selected because they fitted into organizations selection criteria: faith-
based nonprofits, social service providers, and faith-based food aid.

President Dwight David Eisenhower, the 34th president of the United States,
signed into law the legislation that eventually became known as Food for Peace Act on
July 10, 1954 (USAID, 2019). In alignment with President Eisenhower’s law, the two
organizations have been providing food aid to their communities for over thirty years.
After recruiting the initial participant, I requested them to send me the contact
information of their acquaintances and colleagues who might be interested in
participating in the research so that I could email them the invitation for participation.
The sample consisted of faith-based nonprofit leaders or board members, directors, and
executive directors, considering that they were the implementers of succession planning
strategies for nonprofit success in achieving organizational goals and mission.

Sample size. The sample size is the number of research participants in a study
that a researcher drew from a population (Bell et al., 2018; Palinkas et al., 2015). The

determination of sample size was crucial inasmuch as an adequate sample facilitated the
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establishment of satisfactory evidence to support the research results. Qualitative research
required a small sample size with in-depth exploration.

The determination of a sample size in qualitative research was contingent on the
data type that the investigator intended to collect and the type of comprehension that the
inquirer wanted to establish (Bell et al., 2018; Gentles et al., 2015; Palinkas et al., 2015).
The basic consideration for the choice of an appropriate sample size was to determine
what the investigative inquirer intended to report as aftermath of the research. In other
words, choosing an emphasis of depth over breadth was the drive of a researcher’s
selection of sample size (Parker, 2018).

Researchers who desired to accentuate depth over breadth chose a smaller sample
size whereas inquirers that wished to stress breadth over depth selected a bigger sample
size. Inappropriate sampling and inadequate sample size could generate a non-
representative sample of participants that brought forth data of non-representative events
and non-representative processes (Bell et al., 2018; Gentles et al., 2015). Qualitative
researchers should be absorbed in the collection of deep minutiae concerning participants
(Parker, 2018).

The focus of the qualitative researcher should be on profound development of
insight on the particular phenomenon being studied because the accentuation in qualitive
research was not on generalization of results (Parker, 2018). Victor (2017) suggested
different sample sizes for unique qualitative approaches. Narrative investigative inquirers
characteristically recruited one or two participants whereas phenomenological researchers

could recruit from one to 325 research participants, though a sample size between three
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and ten participants prevails in the literature. Grounded theory researchers commonly
invite between 20 and 30 participants to enable the development of a saturated theory.

Ethnographers typically focused on a cultural group whereas in case studies the
researcher concentrated on a sample size between one and five cases (Button, Crabtree,
Rouncefield, & Tolmie, 2015; Hammersley, 2016). The distinct emphasis of specific
research approach determined the inconsistent sample sizes. I collected data from a
sample of five faith-based nonprofit leaders from each nonprofit organization, to enable
the attainment of data saturation. The faith-based nonprofit leaders were suitable for data
collection because they were the implementers of succession planning strategies. The
sample size emphasized depth over breadth regarding the nature of the phenomenon.

Instrumentation

A qualitative researcher was the primary instrument for data collection (Antwi &
Hamza, 2015). Research historiography lay credence on Lincoln and Guba (1985) who
introduced the idea that the investigative inquirer acted as a research instrument to
convey the distinctiveness of the researcher’s role in qualitative data collection and data
analysis process; that was because only a human being could provide the responsiveness,
sensitivity, and flexibility necessary for a scientific inquiry. Other data collection
instruments that might facilitate answering research questions included interviewees, a
questionnaire that subsumed interview questions, interview protocols, and smartphone
audio recorder (Eckerdal & Hagstrom, 2017; Wilkinson, Mackenzie, & Smith, 2019;

Travers, 2019).
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Interviews were sufficient to generate data, to enable the answering of research
questions (Jorgensen, 2015; Quinlan, Babin, Carr, & Griffin, 2019; Victor, 2017). I
utilized semi-structured interviews to gain understanding from participants’ perspectives
on succession planning strategies that faith-based nonprofit leaders implemented to attain
organizational goals and mission. Semi-structured interviews, as a data collection
instrument, have many advantages. One advantage of semi-structured interviews was that
they enabled the pre-planning and organization of questions to guide participants through
the varied features of the phenomenon (Yin, 2016).

Another advantage of semi-structured interviews stemmed from the interviewee’s
capability in focusing on the case study topic (Yin, 2016). Lastly, semi-structured
interviews enabled the provision of insightful evidence and personal understandings such
as attitudes, meaning, and perception (Yin, 2016). Antithetically, the quality of semi-
structured interview data depended on the interviewer’s expertise. Potential bias existed
in interview responses resulting from feebly articulated research questions as well as
reflexivity, where the interviewee presented what the interviewer anticipated or wished to
know. The investigative inquirer had the responsibility to pinpoint essential themes and
frequency in interview responses, which could be detrimental to the interview (Yin,
2016).

I used the interview protocol (see Appendix C) as an instrument of inquiry with
respect to specific questions relating to the purpose of this study, per the recommendation
of Merriam and Grenier (2019). I also utilized the interview protocol as an instrument of

conversation regarding the development and implementation of succession planning
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strategies in faith-based nonprofit organizations. The structured interview protocol
enhanced the quality and insights of investigative interviews with participants (Castillo-
Montoya, 2016).

Yin (2016) asserted that effective utilization of the interview protocol enhanced
the credibility of instruments and served as a critical aspect of data accuracy and quality.
I used the interview protocol to improve data credibility, and I maintained consistency by
utilizing the same sequence of interview questions for each participant. The development
of the interview protocol that entailed a ten-step guide to the face-to-face interview was
based on the description conveyed in the interview protocol of Byers (2016). Byers
(2016) used a ten-step interview protocol as an instrument of inquiry of specific questions
that related to the purpose of her study on succession planning strategies in faith-based
organizations.

Step one entailed introducing the researcher to the participant and also thanking
them for the voluntary acceptance to participate in the interview. Step two necessitated
telling the participant the purpose of the interview: to ask questions relating to effective
succession planning strategies they implemented to attain organizational goals and
mission success.

In step three, I described the rationale for participation in the interview: served as
a means for the provision of practical knowledge for faith-based nonprofit leaders, to
utilize as a guide for successful succession planning strategies in attaining organizational
goals and mission. The interview participation also enabled a partial fulfillment for the

Doctor of Philosophy at Walden University. Step four entailed a description of the
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benefits that accrued from participation in the interview. The study’s benefit hinged on
gaining a more profound understanding of succession planning strategies for sustainable
faith-based nonprofits.

Step five conveyed ethical discussion on the importance of protection of
participants’ privacy and the seeking of permission to record the interview. In step six, I
discussed confidentiality: the interview content would be confidential, and data would be
subject to password protection. After five years, the interview data would be subject to
destruction. The interview data would be used solely for the study.

Step seven entailed asking participant if he or she needed clarification of any
points discussed. Step eight conveyed a transition to interview, and the interview
commenced in step nine by the researcher asking probing questions. Lastly, step ten was
a wrap-up (See Appendix C).

Setting up the interview protocol was an avenue to help the qualitative interviewer
in preparing for the interview and ensuring that he or she not only knew what to ask
generally but also determined the essential information that the researcher was attempting
to procure (Castillo-Montoya, 2016). The interview protocol helped ensure that
qualitative interviewers remembered essential points they wanted to or must address
throughout the interview. Interview protocols served in reminding the interviewer to
communicate important information to the interviewee, such as stating (or reiterating) the
purpose of the interview, what would transpire to the data procured, and any

confidentiality concerns (Castillo-Montoya, 2016).
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Interview protocol enabled the interviewer to prudently decide how best to utilize
the limited time available for an interview (Patton, 2015). The interview protocol allowed
the researcher to interview several different people more systematically and
comprehensively by delimiting in advance the issues to be explored. An interview
protocol was essential in conducting face-to-face interviews because it facilitated the
focused interactions between interviewer and interviewee while allowing interviewees’
perspectives to emerge. With an interview protocol in hand, the researcher had an agenda
which would facilitate the administration of the interview (Patton, 2015).

Field Test

Field tests are strategies for checking the validity of a data collection instrument
(University of Phoenix, 2015). I conducted a field test (see Appendix D) to ensure the
appropriateness of the study’s interview questions in a bid to establishing content
validity. I field tested the interview protocol by strategically selecting two management
experts to provide feedback on the appropriateness of the interview questions based on
the recommendation of Budworth, Latham, and Manroop (2015). The field test entailed
giving the study’s research questions, purpose statement, and specific problem, along
with the interview questions, to the two management experts to provide feedback on the
appropriateness of the interview questions. In the inquiries section of the field test (see
Appendix D), I asked four questions for each of the two management experts to provide
feedback:

1. Are the interview questions for the study understandable?

2. Can the interview questions be used to answer the research questions?
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3. Are the interview questions appropriate, given the design?

4. Are the interview questions appropriate, given the prospective participants of

the study?

Both management experts replied in the affirmative to each of the four questions.
Procedures for Recruitment, Participation, and Data Collection

The primary step that enabled gaining of access to the faith-based nonprofit
leaders of the participating organizations was through the email invitation (See Appendix
B). First, [ used a mailing list of the faith-based nonprofit organizations to purposefully
select faith-based nonprofit leaders who might be willing to participate in the research. I
obtained the emailing lists of the two faith-based nonprofit organizations from their
websites.

Google search strategy facilitated the selection of faith-based nonprofits that
partnered in the research. The human service provider organizations performed food aid
service to the communities of operation. The keywords used for the generation of the
organizations for selection to partner in the research were "food aid faith-based
nonprofits" and "human service providers." The two organizations have been serving free
food to their communities of operation for over thirty years.

The invitation for research participation email enabled recruitment of participants.
Individuals who were interested in participating in the study assented to the informed
consent form that accompanied the invitation and returned the consented informed
consent form via email to the researcher. I also requested the primary participants to

recruit their acquaintances/colleagues to participate in the study to enable sufficient
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participants for the attainment of data saturation. I communicated with participants and
informed them of their responsibilities and rights in the process of the research via e-
mail.

The researcher’s establishment of a good bond of affinity with participants was
essential in interview research (Frankfort-Nachmias et al., 2015). Good fieldwork was
contingent on the discovery of social relations, as building working relationships with
participants enabled the achievement of good rapport with participants (Frankfort-
Nachmias et al., 2015). Comparative case study could be successful when researchers
establish good bond of affinity with participants in a manner that inspired the participants
to share their real experiences in the phase of data collection. Collection of valid data
through the development of rapport and trust building with research participants was
essential in qualitative research (Northouse, 2018). I explained to the participants that
they were free to withdraw from the research at any time they deemed fit.

Data Collection

The primary data collection strategy of this study was open-ended, in-depth
questions through face-to-face semi-structured interviews and telephone interviews.
Interview protocol (see Appendix C) was an essential interview guide in the study. The
purpose of the interview data collection was to enable the answering of the study’s
central research question and evaluation of the outcome (Sulton & Austin, 2015). The
primary data collection from participants was in an interactive setting, to allow for
exploration of participants’ perspectives. I collected data from participants to the point of

data saturation. Participants were free to exit the research at any time they deemed fit.
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Qualitative comparative case study researchers used wide-ranging data collection
techniques; face-to-face interviews were a superlatively effective technique of data
collection (Bloomberg & Volpe, 2019; Duncan & Fiske, 2015; Roghanizad, & Bohns,
2017). Utilization of in-depth interview questions enabled a researcher to interrelate
closely with participants, to procure enriched valuable data with unique descriptions of
the research participants’ perceptions (Bloomberg & Volpe, 2019) (see Appendix A).
Responses by interviewees were valuable in qualitative comparative case study because
the interest of the researcher was an exploration of participants’ perceptions of the
phenomenon (Bloomberg & Volpe, 2019).

I utilized the telephone to interview participants whenever in-person interviews
prove to be logistically challenging or impractical. The telephone interview has been
proven to be cost and time effective because there would not be a need to travel, and
interviews could fit into daily work (Zhang, Kuchinke, Wound, Velten, & Margraf,
2017). Telephone interview enabled an interviewee to communicate with the interviewer
comfortably without tension.

Telephone or in-person interviews enabled the interviewer to ask follow-up
questions from the interviewee when the need arose (Oltmann, 2016; Zhang et al., 2017).
In-person interviews enabled the interviewee to focus on the interview. The face-to-face
interview has been proven beyond reasonable doubt to be 34 times more effective than
electronic mail interview (Roghanizad & Bohns, 2017). E-mails would deprive the

researcher of instantaneous follow-up questions for respondents’ clarifications (Victor,
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2017). Face-to-face interviews facilitated the creation of a lively interactive setting
(Zhang et al., 2017).

The interviews took place in a setting that was consensual to the interviewee and
interviewer, such as at after work hours at their workplace. I set up the interviews via
email communication. Qualitative researchers should focus on understanding the research
setting instead of engaging in speculation and control of the setting (Victor, 2017). In
qualitative research, instrumentation might seem to be of little value except the researcher
used specific strategies in support of the open-ended interviews.

Qualitative researchers recommended the utilization of procedural actions, for
instance, recording of interviews with audio, note taking, and transcription of the
interviews (Bloomberg & Volpe, 2019; Yin, 2018, 2016). Research interviewing required
that the researcher should make advanced preparation for the recording and transcription
of interviews (Yin, 2016). I audio-recorded the face-to-face interviews. I used the
telephone whenever it was impractical to do the face-to-face interviews. Participants
could exit the investigative inquiry at any time they deemed fit.

The study’s primary data consisted of interview transcripts. I transcribed the audio
recording of the interviews. I employed member-checking strategy for the establishment
of content validity and advancement of accuracy, credibility, and validity of the study.
After interviewing participants and synthesizing interview data, I provided emailed a
version of the synthesis to each participant and inquired from participants if the synthesis
represented their responses. I also provided participants with the analysis of the interview

data and requested for their comments on the adequacy of the analyzed interview data. If
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a participant failed to return their transcripts, I sent an email reminding them and
assumed that the transcript was correct if they did not return it in a week. I collected and
analyzed data for Organization A and Organization B separately and triangulated as well
as compare the results of the two organizations.
Data Analysis

The data analysis of the study comprised of acquisition, validation, storage,
protection, and processing of required data to guarantee accessibility, reliability, and
appropriateness of the data’s use in the research (Quinlan et al., 2019). Qualitative data
procedures comprised data management, reading, description, categorization, and
interpretation of results (Quinlan et al., 2019). The study’s primary data consisted of in-
depth interview transcriptions. Researchers suggested that the investigative inquirer be
familiar with interview transcriptions through working with recorded in-depth interview
data (Janesick, 2015; Quinlan et al., 2019). I familiarized myself with interview data by
operationalizing recorded interview data.
Constant Comparative Method

The constant comparative method is a strategy of coding data inductively for
categorizing and comparing qualitative data for analysis (Glaser,1965). In constant
comparative method, the investigative inquirer coded and analyzed data in a bid to
develop concepts; by repeatedly comparing specific units and incidents in the data, the
researcher refined these concepts, identified their properties, explored their bond of

affinity to each other, and integrated them into an intelligible explanatory model (Glaser,
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1965; Lincoln & Guba, 1985). Data analysis was by the constant comparative method
that enabled the identification of emerging themes for each of the two nonprofits.

I conducted an audio record interview with the first interviewee, transcribed the
interview, analyzed the interview transcript beginning with coding inductively, and
identified themes related to the study’s research question that emerged from the interview
and kept the analyzed data aside. I used color coding manually for matching patterns that
enabled easy identification of themes related to succession planning strategies based on
the recommendation of Cole and Harbour (2015). I matched and clustered similar
expressions and identified relevant themes from the interview transcription content.

Next, I conducted an interview with the second participant, transcribed and
analyzed it, and then compared it to the analysis of the first interview in a bid to creating
a composite analysis of the themes related to the research question from both interviews.
I then had a composite analysis with a list of themes that emerged from both interviews,
as well as a list of themes that emerged from only one of the interviews.

Next, I conducted an interview with the third participant, transcribed and analyzed
it. I compared the generated themes to the composite of the first two interviews and
created a new composite of three interviews with themes that emerges from all three
interviews at the top of the list of themes, seconded by themes that were generated from
only one of the three interviews. I repeated the data collection and analysis sequence until
I got to a point where each new interview did not yield novel main themes — point of data

saturation (Olson, McAllister, Grinnell, Walters, & Appunn, 2016).
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In the end, I had a composite list of themes in order of highest frequency to least
frequency from each of the two organizations. The themes with highest frequencies best
explained the phenomenon of succession planning strategies in each of the two
organizations. The data analysis for Organization A and Organization B were separate
and I triangulated the two results as well as compared the two organizations.

Data Saturation

Data saturation is reached when new data tend to be superfluous of data already
collected (Aldiabat & Le Navenec, 2018; Saunders et al., 2018). Data saturation referred
to a point in data collection when the investigative inquirer commenced hearing the same
comments repeatedly; that implied the time that data collection terminated to begin data
analysis of the information the researcher has collected.

Discrepant Cases

I was open to discrepant cases in this study, given that an interviewee’s
perceptions that contrasted the primary research evidence enabled distinctive and subtle
analysis (Merriam & Grenier, 2019). The explication of the discrepant case would
strengthen the overall explanation of the typical case (Merriam & Grenier, 2019).

Issues of Trustworthiness

I reviewed/assessed all sources of useable information in this study scrupulously
and impartially, to ensure quality. Evaluation of scholarly research and work with
divergent viewpoints of succession planning experts objectively, to enable unbiased

academic research was vital in this qualitative research (Torry, 2017). The ability of a
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researcher to critically review the work of other researchers to enable the identification of
a gap in the literature might form a basis for a new study (Victor, 2017).

Researchers recognized deficiencies in the work of scholars by reference to
numerous inadequacies to enable robustness of the need to embark a new study (Victor,
2017). Precise detection of shortcomings in other scholarly works/studies enabled the
need to embark on this investigative inquiry. Focus on areas that other researchers
ignored eased the consideration on how a future investigative study might fill the current
gap, and contribution to scholarly literature (Victor, 2017).

Researching with diverse and even opposing viewpoints of scholars on succession
planning enabled the recognition of areas that investigative inquirers ignored, thus
facilitating the establishment of a gap in the literature for developing new research (Miles
et al., 2014). Researchers required expertise for assessing research methods
systematically, to wit: operational knowledge regarding development of hypothesis,
testing procedures, sampling techniques, study design, instrumentation, data collection
and management, statistics (Al-Atiyyat & Naga, 2014), and interpretation of results
(Calabro, Minichilli, Amore, & Brogi, 2017; Sarma, 2015). I utilized these skillsets in
this study. In a bid to establishing internal validity, researchers should ascertain whether
vicissitudes in a dependent variable generated a change in the independent variable
(Frankfort-Nachmias et al., 2015).

Frankfort-Nachmias et al. (2015) contended that the investigative inquirer’s
determination for validity attainment was crucial to research design and implementation;

in the circumstance, therefore, internal validity was indispensable in research design. The
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researcher’s choice of design and threat to validity assessment were critical to the
successful completion of a study. I implemented strategies to guarantee external and
internal validity in this investigative study, to enable the achievement of a good quality
research product. The study’s internal validity strategies included prolonged and quality
engagement with research participants, triangulation, and member checking. I endeavored
to accomplish credibility, dependability, transferability, and confirmability in this
research.
Credibility

Credibility in qualitative research referred to the extent to which the research
report was accurate and appropriate, based on the agreement level of research participants
and the investigative inquirer (Abdalla, Oliveira, Azevedo, & Gonzalez, 2018; Stewart,
Gapp, & Harwood, 2017). In this investigative inquiry, I used semi-structured interviews
because it facilitated flexibility with participants for a better interactive rapport in an
informal setting. Good rapport between researcher and participants facilitated a smooth
flow of information sharing and illumined interviewees’ perspectives on the phenomenon
of study (Abdalla et al., 2018). The study’s credibility was also enhanced by data
triangulation, field test, and member checking (Birt, Scott, Cavers, Campbell, &
Walter, 2016).
Transferability

Transferability referred to the extent to which qualitative research findings could
be transferrable or generalized to other settings or contexts (Korstjens & Moser, 2017;

Victor, 2017). In qualitative research, transferability was mainly the responsibility of the
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individual who was generalizing. Thick description referred to an expression that
characterized paying attention to contextual details to the observation and interpretation
of social meaning in qualitative research. I used thick description to enhance
transferability in this research.

Historiographically, Ryle (1949) was the first scholar to use the expression “thick
descriptions,” and subsequently, Geertz (1973) applied it in ethnographic research.
Lincoln and Guba (1985) delineated that thick description referred to a strategy for
achieving external validity of some sort. By providing adequate descriptive details on a
phenomenon, an individual could appraise the extent to which a study’s conclusions
could be transferable to other settings, times, people, and situations (Aguirre, 2017;
Ridder, 2017). I provided in-depth account of descriptive data, such as the context in
which the research would be conducted, research setting, sample, sample size, sample
strategy, demographic, inclusion and exclusion criteria, interview procedure, interview
questions, and interview protocol to enable transferability judgment by potential appliers.
Dependability

Dependability was indispensable to trustworthiness given that it characterized the
establishment of consistency and repeatability of an investigative inquiry’s findings, thus
enabling the reliability of the research (Abdalla et al., 2018; Gill, Gill, & Roulet, 2018). I
employed an audit trail to establish dependability in this research. An audit trail entailed a
transparent description of steps taken in the research from commencement to the

development and reporting of research results.
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Confirmability

Confirmability referred to the degree to which research findings were contingent
on the participants but not on the bias of the investigative inquirer, the researcher’s
interest, or motivation (Miles et al., 2014). Enhancement of confirmability facilitated
objectivity of the study (Korstjens & Moser, 2017). I ensured that the research findings
emerged from the data for confirmability by relying on participants’ perspectives.
Ethical Procedures

The study was conducted only after procuring the appropriate authorization from
the Walden University Institutional Review Board. Walden University’s approval number
for this study was 12-04-19-0182678. Research participants’ protection was
indispensable to the successful completion of this research. Qualitative researchers
recognized the ethical considerations of informed consent; confidentiality and privacy;
gains and overheads of the research; harms and threats to the research; integrity and
excellence; conflicts and quandaries, and utilization and misrepresentation of research
findings (Miles et al., 2014; Olesen, Amin, & Mahadi, 2018; Smith & McGannon, 2018).
These ethical concerns were thought-provoking as regards to how the experienced and
novice researcher alike could design their studies with practical strategies, to address
ethical considerations and enabled the generation of rich data.

Researchers suggested the setting up of research participant agreement to enable
the development of a framework that could facilitate the ethical protection of participants
(Blaikie & Priest, 2019; Miles et al., 2014; Saunders & Townsend, 2016). The informed

consent included information on the timeframe and effort of participants’ involvement in
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the research and data collection type (Miles et al., 2014). The informed consent
encompassed a statement on voluntarism of research participation, designer of the study,
confidential treatment of participants’ research materials, and benefits of participation in
the research (Miles et al., 2014). Based on the recommendation of Miles et al. (2014), the
informed consent disclosed the purpose of the study, potential risks of participation, type
of data to be collected, and the right of participants to discontinue participation in the
research at any time.

The Walden University Review Board’s approval number for the research was
stated on the consent form for participants’ reference. I incorporated the participant
agreement framework in my interaction with research participants to facilitate lucid
communication of the study’s expectations to participants. The goal of the informed
consent procedure was to provide adequate information so that participants could make
an informed decision regarding whether they would participate in the research or not or
keep on participating in the study. Participants received the informed consent through
email and returned it to me through email.

The pragmatic approach to protecting research participants in this study entailed
honesty with participants and clear communication of the anticipated challenges and
expectations of the study to participants. I treated all information from participants
confidentially and carefully and respected the participants’ privacy. I adopted the
principle of zero-harm to participants in the course of the research based on the

recommendation of Miles et al. (2014). I made conscious efforts to uphold the zero-harm
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to participants through strategies that could facilitate the protection of the participants
ethically, including respect and maintenance of confidentiality of the participants’ data.

Strategies to achieve confidentiality included creating folders designed for
research data storage on my laptop and storing the audio data from the audio recorder as
well as all other research materials including data transcriptions in the research folders. I
used a coding structure that comprised of participants’ first name and surname. Data was
subject to password protection.

The password-protected research data was backed-up on my external hard disk.
The interview data was solely for the study. The research data including audio recordings
and related materials stored in folders on the laptop computer and external hard drive
would be subject to destruction after five years of completing the research with the aid of
Permanent Eraser, a software application designed for the removal of data from storage
devices (Rutgers, 2019; University of Virginia, 2019).

Summary

In Chapter 3, I discussed the study’s method of inquiry and design. In this
investigative inquiry, I explored the succession planning strategies that faith-based
nonprofit leaders implemented to enable success in the accomplishment of organizational
goals and mission. The comparative case study approach that accentuated the
perspectives of faith-based nonprofit leaders, was the most suitable design given that it
aligned with the purpose of the study.

In-depth semi-structured interviews were the sources of data. The interviews

entailed open-ended, semi-structured questions. The sampling strategy was purposeful
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snowball sampling (Palinkas et al., 2015) to generate a sample of five faith-based
nonprofit leaders from Organization A and Organization B respectively that enabled data
saturation.

I commenced the data analysis by coding the data from each interview transcript
inductively and identified themes related to the study’s research question that emerged
from the interview transcript. I used color coding manually for matching patterns to
enable easy identification of themes related to succession planning strategies. I matched
and clustered similar expressions and identified relevant themes from the interview
transcription content. I used the constant comparative method to identify emerging
themes for each of the two nonprofits. In a final step, I compared the themes of each
nonprofit to develop the final results of the study.

I validated research results through the use of multiple sources of data, peer
review, and member checking. Confidentiality assurances might allow for participants’
protection with regard to the information that they provided in the research. This
procedural methodology might facilitate an understanding on succession planning
strategies that faith-based nonprofit leaders implemented, to succeed in the achievement

of organizational goals and mission.
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Chapter 4: Results

In Chapter 4, I present the results of the study. The purpose of the study was to
compare the effective succession planning strategies that faith-based nonprofit leaders in
Maryland and Pennsylvania implemented to enable success in achieving organizational
goals and mission. Consequently, I utilized a comparative case study design. The
overarching research question that served as guidance in the study was: How do
succession planning strategies of faith-based nonprofit leaders in Maryland and
Pennsylvania compare in their ability to enable success in achieving organizational goals
and mission?

The sub-questions were:

1. What succession planning strategies do faith-based nonprofit leaders in
Maryland and Pennsylvania implement to enable achievement of
organizational goals and mission?

2. How does the implementation of succession planning strategies help faith-
based nonprofit leaders to attain organizational goals and mission?

3. What succession planning strategies, if any, work best to achieve
goals and mission?

The organization of the chapter shows the field test, study setting, participant

demographics, data collection, data analysis, evidence of trustworthiness, and results.
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Field Test

I conducted a field test (see Appendix D) to ensure the appropriateness of the
study’s interview questions to enable establishment of content validity as recommended
by University of Phoenix (2015). I field tested the interview protocol by strategically
selecting two management experts to provide feedback on the appropriateness of the
interview questions based on the recommendation of Budworth, Latham, and Manroop
(2015). The field test entailed giving the study’s research questions, purpose statement,
and specific problem along with the interview questions, to two management experts to
provide feedback on the appropriateness of the interview questions.

In the inquiries section of the field test (see Appendix D), I asked four questions
for each of the two management experts to provide feedback:

1. Are the interview questions for the study understandable?

2. Can the interview questions be used to answer the research questions?

3. Are the interview questions appropriate, given the design?

4. Are the interview questions appropriate, given the prospective participants of

the study?
Both management experts replied in the affirmative to each of the four questions.
Research Setting

Research participants that responded to the invitation for participation in the study
were leaders of two food-aid faith-based nonprofit organizations in Maryland and
Pennsylvania. The criteria for selection of participants included faith-based nonprofit

leaders experienced in the development and implementation of succession plan. |
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specified the participation criteria in the enlistment tool. All the faith-based nonprofit
leaders that participated in the research met the inclusion criteria of the study with
experience in succession planning strategies and have served in their organizations for at
least five years. The researcher and participants' consensual agreement to conduct the
face-to-face interviews in an office enhanced privacy. The setting of the interview scene
was serene, in a low-density population area, and under the auspices of the mode of
goodness for enhanced focus (Prabhupada, 2018). The criteria for selection of
participants included faith-based nonprofit leaders experienced in the development and
implementation of succession plan. I specified the participation criteria in the enlistment
tool. Interviewees participated in their comfort settings.
Participant Demographics for Organization A

The participants comprised of varied ethnic background and races to wit:
Caucasian, African American, and Asian American. The research participants in
Organization A consisted of two (33%) of the female faith-based nonprofit leaders and
four (67%) of the male faith-based nonprofit leaders (see Table 4.1). One of the two
female participants was an African American whereas one was an Asian American. Of
the four male participants, one was a Caucasian, two were Asian American, and one was
an African American. Of the six participants that participated in Organization A, two
(33%) were board members, three (50%) were directors, and one (17%) was a chief

executive.
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Coding, Demographics, and Ethnicities of Organization A Participants

Participant Gender Leadership Level Ethnicity

CS Male Board Member Caucasian

DN Male Director African American
KS Female Director African American
NC Male Director Asian American
PP Male Chief Executive Asian American
RR Female Director Asian American

Participant Demographics for Organization B

Research participants comprised of three or 50% females and three 50% male

faith-based nonprofit leaders in Organization B (see Table 4.2). The three females that

participated in the Organization B constituted of one or 17% White American or

Caucasian and two or 33% Asian American. The three-male faith-based nonprofit leaders

participants constituted of one or 17% White American and two or 33% Asian American.

Of the six participants interviewed, two or 33% were board members, three or 50%

directors, and one or 17% chief executive officer.
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Table 2

Coding, Demographics, and Ethnicities of Organization B Participants

Participant Gender Leadership Level Ethnicities

AK Male Director African American
AR Female Board Member Asian American
DD Male Chief Executive Caucasian

GT Female Director Caucasian

PD Female Director Asian American
SD Male Board Member Asian American

Data Collection

In December 2019, I enlisted the primary participants for the research that
afterward sent me names/contacts of their professional colleagues and acquaintances
interested in the study to enable emailing them the invitation along with informed consent
form. The primary participants were enlisted through email from the participating
organizations’ websites. The interview settings were face-to-face, or telephone interviews
based on the preference of the participant.

I interviewed 12 faith-based nonprofit leaders: six from Organization A and six
from Organization B respectively and attained data saturation. Five of the interviews

were conducted via telephone because of participants’ challenges regarding



100

transportation to interview location. I learned new ideas with each interviewee on
succession planning strategies in faith-based nonprofit organizations.

In this investigative study, I utilized purposeful snowball sampling in the
recruitment of participants — faith-based nonprofit leaders — to enable the contribution of
meaningful data given that they were the developers and implementers of succession
planning strategies in their organizations. I reached out to the primary participants by
emailing them the study’s participation invitation and informed consent form through
their organizations’ websites. On December 4, 2019 I e-mailed an invitation for
participation in the research to the participants (see Appendix B) along with the consent
form. The individuals who decided to participate in the research provided their approval
in the consent form via email to wit, “I consent.” I then set up the interviews through
email and conducted the face-to-face and telephone interviews with the volunteers. The
face-to-face interviews were conducted at the interview location in an office during their
break time.

I built confidence with the participants through explication of the study’s goals
and objectives and response to questions on participation that they posed to me
specifically about the process of the interview. Majority of the participants’ questions
hinged on the timeframe of the process of the interview in which I responded that it
would be of about 25 minutes duration. The average time for the interviews was 20
minutes per session, and the lengthiest interview was 32 minutes due to the low speaking

speed of the interviewee. In broad-spectrum, participants deemed the research necessary
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and cooperatively and willingly shared their perspectives on succession planning
strategies in faith-based nonprofits.

I used semi-structured open-ended interviews which enabled follow-up questions
that clarified points that were ambiguous. I set up the interview questions prior to the
interview day which served as interview guide. I modified the interview questions based
on the participants’ responses. The recorder in this research interviews was iPhone
employing the service Voice Memos for in-person interviews. The transcription of
interview audio files was made possible through the use of TranscribeMe software
application. After perfecting the audio files transcriptions, I spent much time to replay
every one of the audio files and compared the content to the transcribed files to
corroborate the interview transcripts’ accurateness and wholeness.

Data Analysis

Data analysis included acquisition, validation, storage, protection, and processing
of data to enable accessibility, reliability, and appropriateness of the data’s use in the
research (Quinlan et al., 2019). Qualitative data procedures comprised data management,
reading, description, categorization, and interpretation (Quinlan et al., 2019). The study’s
primary data consisted of in-depth interview transcriptions. Researchers suggested that
the investigative inquirer be familiar with interview transcriptions through working with
recorded in-depth interview data (Janesick, 2015; Quinlan et al., 2019). I listened to the
recorded interviews to be familiar with the content.

The constant comparative method is a strategy of coding data inductively for

categorizing and comparing qualitative data for analysis (Glaser,1965). In constant
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comparative method, the investigative inquirer coded and analyzed data in a bid to
develop concepts; by repeatedly comparing specific units and incidents in the data, the
researcher refined these concepts, identified their properties, explored their bond of
affinity to each other, and integrated them into an intelligible explanatory model (Glaser,
1965; Lincoln & Guba, 1985). Data analysis was by the constant comparative method
that enabled the identification of emerging themes for each of the two nonprofits.

Organization A. I utilized constant comparative analysis to ease coding and
analysis of each interview data on Microsoft Excel spreadsheet. I coded participants’
names in letters to avoid personal identification, in pursuance to the privacy provisions
compliance of the consent form that was provided to the participants. I used a coding
structure that comprised of participants’ first name and forename. Consequently, I coded
the participants, to wit: CS, DN, KK, NC, PP, and RR. Table 1 displays the coding and
demographics of the participants. Table 2 displays the ethnicities of the participants.

I conducted and recorded the first interview with interviewee CS, transcribed and
analyzed the interview transcript beginning with coding, identified themes related to the
study’s research question that emerged from the interview, and I kept the analysis aside. I
used color coding manually for matching patterns that enabled easy identification of
themes related to succession planning strategies based on the recommendation of Cole
and Harbour (2015). I matched and clustered similar expressions and identified relevant
themes from the interview transcription content. Next, I conducted the second interview
with interviewee DN, transcribed and analyzed it, and then compared it to the analysis of

the first interview in a bid to creating a composite analysis of the themes related to the
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research from both interviews.

I then had a composite analysis with a list of themes that emerged from both
interviews, as well as a list of themes that emerged from only one of the interviews. Next,
I conducted the third interview with interviewee KS, transcribed and analyzed it, and
compared the generated themes to the composite of the first two interviews and created a
novel composite of the three interviews with themes that emerged from all three
interviews at the top of the list of themes, seconded by themes that were generated from
only one of the three interviews. Next, I interviewed the fourth participant NC,
transcribed and analyzed it, and compared the generated themes to the composite of the
first three interviews and created a novel composite of the four interviews with themes
that emerged from all four interviews at the top of the list of themes, seconded by themes
that were generated from only one of the four interviews.

Following, I interviewed the fifth participant PP, transcribed and analyzed it, and
compared the generated themes to the composite of the first four interviews and created a
novel composite of the five interviews with themes that emerged from all five interviews
at the top of the list of themes, seconded by themes that were generated from only one of
the five interviews. Following, I interviewed the sixth participant RR. Then, followed the
transcription and analysis of the transcription content. Subsequently, I compared the
generated themes to the composite of the first five interviews and created a new
composite of the six interviews with themes that emerged from all six interviews at the
top of the list of themes, seconded by themes that were generated from only one of the six

interviews.
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After the sixth interview, data saturation was attained - a point where each new
interview did not yield new main themes (Olson, McAllister, Grinnell, Walters, &
Appunn, 2016). At the end, I had a composite list of themes in order of highest frequency
to least frequency from Organization A. The themes with highest frequencies best
explained the phenomenon of succession planning strategies in faith-based nonprofit
Organization A.

Data saturation is reached when new data tend to be superfluous of data already
collected (Aldiabat & Le Navenec, 2018; Saunders et al., 2018). Data saturation referred
to a point in data collection when the investigative inquirer commenced hearing the same
comments repeatedly; that implied the time that data collection terminated to begin data
analysis of the information the researcher has collected.

Organization B. I used constant comparative analysis to facilitate coding and
analysis of each interview data on Microsoft Excel spreadsheet. I coded participants’
names in letters to prevent personal identification, in pursuance to the privacy provisions
compliance of the consent form that was provided to the participants. I utilized a coding
structure that constituted of the first name and surname of participants. So, I coded the
participants as: AK, AR, DD, GT, PD, and SD. Table 3 displays the coding and
demographics of the Organization B participants. Table 4 displays the ethnicities of the
Organization B participants.

I conducted and recorded the first interview with interviewee AK, transcribed and
analyzed the interview transcript beginning with coding, identified themes related to the

study’s research question that emerged from the interview, and I kept the analysis aside. I
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used color coding manually for matching patterns that enabled easy identification of
themes related to succession planning strategies based on the recommendation of Cole
and Harbour (2015). I matched and clustered similar expressions and identified relevant
themes from the interview transcription content.

Next, I conducted the second interview with interviewee AR, transcribed and
analyzed it, and then compared it to the analysis of the first interview in a bid to creating
a composite analysis of the themes related to the research from both interviews. I then
had a composite analysis with a list of themes that emerged from both interviews, as well
as a list of themes that emerged from only one of the interviews. Next, I conducted the
third interview with interviewee DD, transcribed and analyzed it, and compared the
generated themes to the composite of the first two interviews and created a novel
composite of the three interviews with themes that emerged from all three interviews at
the top of the list of themes, seconded by themes that were generated from only one of
the three interviews.

Following, I interviewed the fourth participant GT, transcribed and analyzed it,
and compared the generated themes to the composite of the first three interviews and
created a novel composite of the four interviews with themes that emerged from all four
interviews at the top of the list of themes, seconded by themes that were generated from
only one of the four interviews. Then, I interviewed the fifth participant PD, transcribed
and analyzed it, and compared the generated themes to the composite of the first four

interviews and created a novel composite of the five interviews with themes that emerged
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from all five interviews at the top of the list of themes, seconded by themes that were
generated from only one of the five interviews.

Following, I interviewed the sixth participant SD, transcribed and analyzed the
transcription content, and compared the generated themes to the composite of the first
five interviews and created a new composite of the six interviews with themes that
emerged from all six interviews at the top of the list of themes, seconded by themes that
were generated from only one of the six interviews. After the sixth interview, data
saturation was attained - a point where each new interview did not yield new main
themes (Olson, McAllister, Grinnell, Walters, & Appunn, 2016). At the end, [ had a
composite list of themes in order of highest frequency to least frequency from
Organization A as well as Organization B.

The themes with highest frequencies best explained the phenomenon of
succession planning strategies in faith-based nonprofit organizations. I then compared
and triangulated the results from Organization A with Organization B revealing that the
succession planning strategies of Organization A and Organization B compared 100%
based on the three common themes that emerged from the data analysis of both
organizations.

Evidence of Trustworthiness
I implemented the trustworthiness strategies stated in Chapter 3 for the study’s

credibility, transferability, dependability, and confirmability.
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Credibility
In this investigative inquiry, [ used semi-structured interviews because it
facilitated flexibility with participants for a better interactive rapport in an informal
setting. Good rapport between researcher and participants facilitated a smooth flow of
information sharing and illumined interviewees’ perspectives on succession planning
strategies in faith faith-based nonprofits. The study’s credibility was also enhanced by
data triangulation, field test, and member checking as recommended by Birt et al.
(2016). Credibility in qualitative research referred to the extent to which the research
report was accurate and appropriate, based on the agreement level of research participants
and the investigative inquirer (Abdalla, Oliveira, Azevedo, & Gonzalez, 2018; Stewart,
Gapp, & Harwood, 2017).
Transferability
I used thick description to enhance transferability in this research. By providing

adequate descriptive details on succession planning strategies in nonprofits, an individual
could appraise the extent to which the study’s conclusions could be transferable to other
settings, times, people, and situations as suggested by Aguirre (2017) and Ridder (2017).
I provided in-depth account of descriptive data, such as the context in which the research
would be conducted, research setting, sample, sample size, sample strategy, demographic,
inclusion and exclusion criteria, interview procedure, interview questions, and interview

protocol to enable transferability judgment by potential appliers.
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Dependability

I utilized an audit trail to facilitate the establishment of dependability in this
research as recommended by Haven and Grootel (2019) by providing a transparent
description of steps taken in the study from commencement to the development and
reporting of research results.
Confirmability

I ensured that the research findings generated from the data for confirmability by
relying on participants’ viewpoints as recommended by Korstjens and Moser (2017).
Confirmability referred to the degree to which research findings were contingent on the
participants but not on the bias of the investigative inquirer, the researcher’s interest, or
motivation (Miles et al., 2014).

Study Results

Research Question 1

Research Question 1 was “How do the succession planning strategies of faith-
based nonprofit leaders in Maryland and Pennsylvania compare in their ability to achieve
organizational goals and their mission?”” Data analysis of interview transcriptions of both
Organization A in Maryland and Organization B in Pennsylvania respectively resulted in
the emergence of three common themes; namely, investment in human capital, retention
of leadership pipeline talent, as well as trust and empowerment of potential leaders (see
Table 3). In other words, the succession planning strategies that faith-based nonprofit
leaders implemented in Maryland and Pennsylvania compared 100% in their ability to

achieve organizational goals and mission.
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Table 3
Themes and Percentage Frequency from Organization A and Organization B Showing

How Their Succession Planning Strategies Compared

Theme Percentage - Org. A Percentage — Org. B
Human Capital Investment 100% 100%
Leadership Pipeline Talent Retention 83% 67%
Trust and Empowering Potential Leaders 67% 83%

Research Question 2

Research Question 2 was: “What succession planning strategies do faith-based
nonprofit leaders in Maryland and Pennsylvania implement to enable achievement of
organizational goals and mission?” Question 2 was intended to elicit from participants the
strategies that faith-based profit leaders developed and implemented to accomplish
organizational goals and mission.

Organization A. Succession planning strategies that emerged from the data
analysis of Organization A included human capital investment, trust and empowerment of
potential leaders, and retention of leadership pipeline talent. Participants CS, DN, NC,
KS, PP, and RR or 100% of Organization A recognized that human capital investment is
a component of succession planning strategies of faith-based nonprofit leaders of
Maryland (see Table 3). CS asserted that investing in professional development of

faith-based nonprofit employees led to greater job satisfaction and focus on succession
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plans.

Furthermore, CS asserted that investment in employees’ professional
development enable the acquisition of the requisite theoretical and practical knowledge,
competencies, and skill to lead change when the incumbent leaders allowed such workers
to serve in leadership positions. According to CS, senior leaders’ mentoring of
prospective leaders in preparation for taking up leadership was helpful in the
implementation of succession planning strategies. Participant KS said that investment in
professional development helped employees to improve their engagement in the
implementation of succession planning strategies. Furthermore, KS said that investment
in leadership development enabled enriched information flow throughout the faith-based
nonprofit organization in the development and implementation of succession plan.

Participant DN said, “Volunteers and employees’ knowledge, competencies, and
skills enhanced through education and training helps in succession plans.” According to
DN, investment in education and training also enhanced faith-based nonprofit employees’
engagement for sustained workforce quality in leadership development. Participant PP
asserted, “Education and training enables talent development for succession plans as
well as facilitates faith-based employees’ job satisfaction for higher performance and
leadership opportunities placement in faith-based nonprofits.”

Participant PP said that professional development improved communication that
allowed faith-based nonprofit leaders to discover employees and volunteers that were
insufficiently equipped with communication skills and assisted them in remedying the

situation for an enhanced succession plan. According to PP, the bond of affinities that
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forged through a mentorship program led to enhanced lines of communication between
superiors and subordinates that never would have existed otherwise in his organization.

Participant NC said that faith-based nonprofit leaders' provision of staff career
advancement opportunities and investment in their development facilitated productive
work engagement in succession plan implementation. Investment in human capital
improved nonprofit organizational culture. According to participant NC, human capital
investment enhanced employee satisfaction, engagement, and communication and so
added value to overall corporate culture for succession plan implementation.

Participants CS, DN, NC, PP and RR or 83% of Organization A identified
retention of leadership pipeline talent as a component of faith-based leaders’ succession
planning strategies in Maryland. Participant DN said: “The future leaders of the
organization that results from implementing the leadership pipeline must be retained to
fulfill the purpose of the leadership pipeline.” Participants CS, DN, NC, and PP or 67%
of Organization A asserted that trusting and empowering of potential leaders by
incumbent leaders is a component of succession planning strategies of faith-based
nonprofit leaders in Maryland for the accomplishment of organizational goals and
mission.

Participant CS said that leaders of the faith-based organization must have the
courage to trust and empower young potential leaders to facilitate a sustainable nonprofit
leadership and services to their communities of operation. Participant PP asserted that
incumbent leaders should enthusiastically be courageous in trusting and empowering

employees with leadership competencies and aspirant leaders to enable a sense of
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belonging that facilitates higher performance in the development and implementation of
succession planning strategies in achieving the goals and mission of the organization.

Organization B. Succession planning strategies that emerged from the data
analysis of Organization B included human capital investment, trust and empowerment of
potential leaders, and retention of leadership pipeline talent.

AK, AR, DD, GT, PD, and SD (100% of the participants of Organization B)
asserted that human capital investment facilitated succession plan for the achievement of
organizational goals and mission. Participants AK and PD said that they used the agile
application to facilitate the training of employees in competencies and skills development
for the succession plan. Participant PD asserted that when faith-based staff attained
improved strategic planning skills through training and education, they were more
effective and happier in the execution of their services in the succession plan.

Participant GT posited that succession planning strategies included training a new
hire with an eye toward the future and the organizational mission and goals. During the
hiring process, the hiring manager needed to gauge the candidate’s interest and
commitment to the organization, as well as their personal, professional goals for the
future. In doing so, the hiring manager would make an informed decision in hiring an
individual whose individual goals aligned with the organizational goals, thus ensuring —
or increasing the chances — that the candidate would stay in the organization for the long
run and grow with the organization.

Additionally, GT said that provision of ongoing training and support to current

employees, as well as maintaining accurate archives and training documents, facilitated
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the succession planning process. “For instance, we try to maintain records and workflow
documents of every one of our projects and save them in a shared platform, wherein
various employees may access them.” Furthermore, GT asserted that in the event that an
employee transitioned out of the organization, the onboarding and project workflow
documents, served as a guide to the new employee, who would be able to perform duties
with regard to said projects simply by reviewing the step-by-step processes as outlined in
those documents, and with minimal supervision and training by other organizational
employees.

Participant SD said that the faith-based employee benefited from higher earnings
through education and training, and the human capital investment improved the nonprofit
workers’ economy and facilitated focus for the succession planning engagement. SD
asserted that investment in professional development enabled information sharing that
facilitated the implementation of succession planning strategies. Participant DD said that
shared information that helped in the implementation of succession planning strategies
through the investment in education and training is a tool that experienced senior leaders
had passed down to their trainees.

The data analysis showed that participants AK, DD, GT, PD, and SD, 83% of
Organization B, identified trust in and potential leaders’ empowerment as a component of
faith-based nonprofit leaders’ succession planning strategies in Pennsylvania. DD said:
“Trusting relationship between management and employees as well as empowering
prospective leaders helps employees to be at their best in the succession planning

process.” Participant PD asserted that trusting the understudy and empowering them
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plays a significant role in creating enthusiasm and high performance in the succession
plans. SD said that from her nonprofit experience, the empowerment of prospective
leaders has a positive and significant impact on employees’ performance and alignment
with the goals and mission of the organization for an effective succession plan.

Participants AK, DD, GT, PD, and SD 83% of Organization B said that retention
of leadership pipeline talent added value to succession planning strategies of faith-based
nonprofit leaders of Organization B in Pennsylvania. SD asserted that leaders of his
organization in Pennsylvania implemented the leadership pipeline model and retained the
leaders that accrued from the leadership pipeline implementation for effective succession
plan.
Research Question 3

Research Question 3 was: “How does the implementation of succession planning
strategies help faith-based nonprofit leaders to successfully attain organizational goals
and mission?” Research Question 3 was meant to facilitate elicitation from participants
regarding the ways that developing and implementing succession plans enhanced the

accomplishment of the mission and goals of their organizations.
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Organization A. In addressing research question 3, participants CS, DN, NC, KS,
PP, and RR or 100% posited that the implementation of succession planning strategies to
a great extent facilitated faith-based nonprofit organizational leaders in the execution of
the mission and vision of their organization (see Table 4). For instance, participant PP
said that with the implementation of succession planning strategies, the continuity of the
organization is viable, and nonprofit leaders could continue to work to fulfill their
organization’s mission
Table 4
Helpfulness of Strategy in Achieving Organizational Goals and Mission: Percentage

Frequency from Organization A and Organization B

Succession Planning Strategy Percentage - Org. A Percentage — Org. B
Human Capital Investment 100% 100%
Leadership Pipeline Talent Retention 100% 83%
Trust and Empowering Potential leaders ~ 83% 67%

statement and vision. Participant CS said that strategic plans for leadership
succession form a guidepost for the sustainability of organizations since effective
leadership is the fulcrum of any organizational success.

Organization B. Participants AK, AR, DD, GT, PD, and SD or 100% said that

the implementation of human capital investment facilitated faith-based nonprofit
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organizational leaders in focused execution of their organization’s mission and goals
sustainably. GT said that in the event of a departure of an employee, succession plans
facilitated uninterrupted running of operations. On the other hand, when there was
interruption, delays, and other setbacks due to an employee’s departure, the protracted
time frame in the process of a new hire’s onboarding, organizational leaders might find
themselves in despair, as they have to spend time, money, and resources in covering the
gap that was left behind by the former employee.

Furthermore, GT asserted that the remainder of the staff might suffer greatly, as
they often have to cover cases and projects until a new hire came on board. According to
GT:

All this leads to frustration, a negative impact on interpersonal relationships,

financial loss, and of course, a possible deviation from the organizational mission

and goals, as the new goal becomes to find a new employee to cover the gap that
was left behind.

GT posited that therefore, it is important to implement succession planning
strategies, to ensure that the organizational leaders continue to focus on carrying out the
organizational mission in an efficient and successful manner. Eighty-three percent of
participants asserted that when implemented, trust and empowering of potential leaders
helped in high performance and productivity in the accomplishment of organizational
goals and mission. Sixty-seven percent of participants said that implementing leadership
pipeline talent retention, facilitated higher rate of leadership development in pursuance to

accomplishing organizational goals and mission.
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Research Question 4

Research Question 4 was: “What succession planning strategies, if any, work best
to achieve organizational goals and mission? Research Question 4 was to enable the
provision of participants’ perspectives on the successful strategies that best meet their
needs regarding the sustainable accomplishment of the goals and mission of their
organizations.

Organization A. In addressing research question 4, participants CS, DN, NC, KS,
PP, and RR or 100% posited that human capital investment as well as retention of
leadership pipeline talent worked best in enabling the achievement of organizational
goals and mission (see Table 5).
Table 4
Succession Planning Strategies that Work Best to Achieve Organizational Goals and

Mission: Percentage Frequency from Organization A and Organization B

Succession Planning Strategy Percentage — Org. A Percentage — Org. B.

Human Capital Investment 100% 100%

Leadership Pipeline Talent Retention 100%

Organization B. The data analysis of interview transcripts showed that in the

attending to research question 4, participants AK, AR, DD, GT, PD, and SD (100%)



118

asserted that human capital investment worked best in facilitating the achievement of
organizational goals and mission (see Table 5).
Summary

In Chapter 4, I provided a description of the research execution and provided the
results that emerged from the data analysis. Research Question 1 was designed to explore
on how succession planning strategies of faith-based nonprofit leaders in Maryland and
Pennsylvania compare in their ability to achieve organizational goals and their mission. I
found from the data analysis of the interview transcripts of Organization A and
Organization B that faith-based succession planning strategies in Maryland and
Pennsylvania compared favorably at 100%.

Research Question 2 was intended to explore succession planning strategies that
faith-based nonprofit leaders in Maryland and Pennsylvania implemented to enable
achievement of organizational goals and mission. Analysis of the transcripts of interview
data revealed the emergence of three common themes of succession planning strategies
namely human capital investment, retention of leadership pipeline talent, as well as trust
and empowerment of potential leaders from A and B organizations. Research Question 3
involved how the implementation of succession planning strategies facilitated faith-based
nonprofit leaders to attain organizational goals and mission success.

The data analysis of interview transcriptions of Organization A in Maryland and
Organization B in Pennsylvania showed that implementation of succession planning
strategies to a great extent facilitated faith-based nonprofit organizational leaders in the

execution of the mission and vision of their organizations sustainably. Research Question
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4 was intended to elicit faith-based nonprofit leaders’ succession planning strategies that
best worked in facilitating the achievement of organizational goals and mission. The data
analysis of interview transcriptions showed that human capital investment, as well as
retention of leadership pipeline talent, worked best in enabling the achievement of
organizational goals and mission for Organization A. In contrast, only human capital
investment worked best in facilitating the achievement of organizational goals and
mission for Organization B. Chapter 5 entail a discussion of the emerging themes with
reference to the literature on succession planning strategies in faith-based nonprofit
organizations in Maryland and Pennsylvania, recommendations, limitations of the study,

and implications of the research.
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Chapter 5: Discussion, Conclusions, and Recommendations

The purpose of this qualitative study was to compare the effective succession
planning strategies that faith-based nonprofit leaders in Maryland and Pennsylvania
implemented to enable the attainment of their organizational goals and mission. In that
connection, I detailed on how faith-based nonprofit leaders developed and implemented
succession planning strategies for the accomplishment of their organizational goals and
mission. The need for the study was to bridge the gap in leadership and organizational
change literature in the area of succession planning from a comparative case study
perspective.

I generated the following four research questions to facilitate guidance of the

study:

1. How do the succession planning strategies of faith-based nonprofit leaders in
Maryland and Pennsylvania compare in their ability to achieve organizational
goals and their mission?

2. What succession planning strategies do faith-based nonprofit leaders
implement to enable success in achieving their organizational goals and
mission?

3. How does the implementation of succession planning strategies help faith-
based nonprofit leaders to successfully attain organizational goals and
mission?

4. What succession planning strategies, if any, work best to achieve

organizational goals and mission?
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Interpretation of Findings

Research Question 1

Research Question 1 was, “How do the succession planning strategies of faith-
based nonprofit leaders in Maryland and Pennsylvania compare in their ability to achieve
organizational goals and their mission?”” Data analysis of interview transcriptions of both
Organization A in Maryland and Organization B in Pennsylvania respectively resulted in
the emergence of three common themes, namely, investment in human capital, retention
of leadership pipeline talent, as well as trust and empowerment of potential leaders (see
Table 3). In other words, the succession planning strategies of faith-based nonprofit
leaders in Maryland and Pennsylvania compared at 100% in their ability to achieve
organizational goals and mission.
Research Question 2

Research Question 2 was, “What succession planning strategies do faith-based
nonprofit leaders in Maryland and Pennsylvania implement to enable achievement of
organizational goals and mission?” Three common themes emerged from data analysis of
interview transcriptions from Organizations A and B respectively revealing that
succession planning strategies of the two organizations compared at 100% in their ability
to enable achievement of organizational goals and mission. The emerged themes from
Organization A in Maryland and Organization B in Pennsylvania respectively included
human capital investment, trust and empowerment of prospective leaders, and retention
of leadership pipeline talent. These succession planning strategies added value to the

leadership of faith-based nonprofit organizations A and B in Maryland and Pennsylvania,
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respectively. This information added value to nonprofit succession planning strategies.

Human capital investment. Answers to Research Question 2 revealed that
human capital investment was a component of succession planning strategies in faith-
based nonprofits for organizational goals and mission accomplishment in Organization A
- Maryland and Organization B — Pennsylvania. Human capital is intangible and
comprises the skills and experiences of employees, and employers utilize human capital
for organizational goals attainment (Vidotto, Ferenhof, Selig, & Bastos, 2017). Four
components were discernible in the core theme - education and training, leadership
development, mentoring, and professional development.

Education and training. Education and training are important constituents of
human capital investment in the implementation of succession planning strategies
(Wenzel, 2017). An investment in human capital implied the provision of education or
some on-the-job training for the improvement of workforce quality, and such investments
added value to the employee’s strategic skills geared toward the implementation of
succession planning strategies for the sustainable achievement of organizational goals
and mission (Subramony et al., 2018). The assertion of participants AK and PD that they
utilized agile application to facilitate the training of employees in competencies and skills
development for the succession plan confirmed the prior research of Subramony et al.
(2018) and Wenzel (2017). When nonprofit employees attained improved strategic
planning skills through training and education, they were happier in their efforts for
engagement in the succession plan taking a cue from the assertion of participant PP and

corroborated by Subramony et al. (2018). Education and training facilitated employees’
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job satisfaction for higher performance and leadership opportunities placement based on
the assertion of participant PP and corroborated by prior research (Delery & Roumpi,
2017; LeCounte et al. 2017; Wenzel, 2017).

Participant GT posited that succession planning strategies included training a new
hire with an eye toward the future and the organizational mission as well as goals and
corroborated the prior report of Subramony et al. (2018). According to GT, during the
hiring process, the hiring manager needed to gauge the candidate’s interest and
commitment to the organization, as well as their personal, professional goals for the
future. In doing so, the hiring manager would make an informed decision in hiring an
individual whose individual goals aligned with the organizational goals, thus ensuring —
or increasing the chances — that the candidate would stay in the organization for the long
run and grow with the organization.

Additionally, GT said that provision of ongoing training and support to current
employees, as well as maintaining accurate archives and training documents, facilitated
the succession planning process. “For instance, we try to maintain records and workflow
documents of every one of our projects and save them in a shared platform, wherein
various employees may access them.”

Furthermore, GT asserted that in the event that an employee transitioned out of the
organization, the onboarding and project workflow documents, served as a guide to the
new employee, who would be able to perform duties with regard to said projects simply
by reviewing the step-by-step processes as outlined in those documents, and with

minimal supervision and training by other organizational employees. Participant DN
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said: “Volunteers and employees’ knowledge, competencies, and skills enhanced
through education and training helps in succession plans.” According to DN, investment
in education and training also enhanced faith-based nonprofit employees’ engagement for
sustained workforce quality in leadership development.

Participant PP asserted that education and training enabled talent development for
succession plans as well as facilitated faith-based employees’ job satisfaction for
higher performance and leadership opportunities placement in faith-based nonprofits.
Participant SD said that the faith-based employee benefited from higher earnings through
education and training, and the human capital investment improved the nonprofit
workers’ economy and facilitated focus for the succession planning engagement.

Leadership development. Leadership development is an essential component of
human capital investment for the implementation of succession plans (LeCounte, Prieto,
& Phipps, 2017). According to participant DN, investment in human capital enhanced
faith-based nonprofit employees’ engagement for sustained workforce quality in
leadership development. An adequately developed leader should be good at information
sharing to better the lots of her or his team (Hu et al., 2018). The perspective of
participants KS that investment in leadership development enabled enriched information
flow throughout the faith-based nonprofit organization in the development and
implementation of succession plan corroborated prior research of LeCounte et al. (2017)
and Hu et al. (2018).

Mentoring. Mentoring, as well as on-the-job training, are contingent on a

collaboration between competently experienced leaders and followers in a learning
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setting that is favorable for the parties involved (Snowden & Halsall, 2019). Mentoring is
a popular leadership development strategy that facilitates strategic effectiveness, and at
the same time, it is cost-effective. According to participant CS, senior leaders’ mentoring
of prospective leaders in preparation for taking up leadership was helpful in the
implementation of succession planning strategies and confirmed prior research of
Snowden and Halsall (2019).

SD asserted that a leader’s expertise in mentoring and grooming an understudy for
future leadership deployment is an essential succession planning strategy as corroborated
by Snowden and Halsall (2019). PP asserted that the bond of affinities that forged
through a mentorship program led to enhanced lines of communication between superiors
and subordinates that never would have existed otherwise and confirmed the report of
Bortnowska and Seiler (2019).

Professional development. The assertion of participant CS that effective use of
professional programs to generate a succession planning process to enable choosing
competent leaders to fix in the appropriate positions is essential to continuity of
organizational operations corroborated the research findings of Fusarelli, Fusarelli, and
Riddick (2018), as well as Peters-Hawkins, Reed, and Kingsberry (2018).
Organizational leaders’ investment in their employees’ professional development, enable
the acquisition of the requisite theoretical and practical knowledge, competencies, and
skill to lead change when the incumbent leaders allowed such workers to serve in

leadership positions taking a cue from the assertion of CS and corroborated in prior
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research of Fusarelli et al. (2018), Peters-Hawkins et al. (2018), as well as Sharma and
Sengupta (2018). According to CS, investing in professional development of faith-based
nonprofit employees led to greater job satisfaction and focus on succession plans and
corroborated the research of Sharma and Sengupta (2018).

Participant PP’s assertion that investment in professional development improved
communication and enabled faith-based leaders to discover employees and volunteers
that were insufficiently equipped with communication skills and assisted them in
remedying the situation for an enhanced succession plan confirmed the prior study of
Atwood (2020). The collective value of faith-based nonprofit employees’ knowledge,
competencies, and skills enhanced through professional development facilitated the
implementation of succession planning strategies for the sustainable attainment of
organizational goals and mission taking a cue from the assertion of CS and PP, and in
confirmation of prior research (Subramony, Segers, Chadwick, & Shyamsunder, 2018).

According to participant CS of Organization A, investing in professional
development in employees of Organization A led to greater job satisfaction and focus on
succession plans which confirmed prior study of Atwood (2020). Job satisfaction was a
motivating factor of succession planners’ higher performance. Investment in professional
development that helped employees to improve their engagement based on the assertion
of participant KS facilitated the implementation of succession plan for organizational
goals and mission attainment and confirmed prior research of Delery and Roumpi (2017).

Participant NC of Organization A asserted that faith-based nonprofit leaders'

provision of staff career advancement opportunities and investment in their development
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facilitated productive work engagement in succession plan implementation. Investment in
human capital improved nonprofit organizational culture. According to participant NC,
human capital investment enhanced employee satisfaction, engagement, and
communication and so added value to overall corporate culture for succession plan
implementation.

Investment in professional development facilitated effective communication

through the improvement of information sharing based on the assertion of PP was in
confirmation of prior study (Torry, 2017). In summary, responses from research
participants answered Research Question 2 regarding strategies that faith-based nonprofit
leaders implemented to facilitate their succession plans.

Trust and empowerment of potential leaders. Responses from participants to
Research Question 2 revealed that the empowerment of prospective faith-based nonprofit
leaders in Maryland and Pennsylvania helped in improving employees’ performance in
the implementation of succession planning strategies as confirmed by prior research
(Gautam & Ghimire, 2017; Salari & Abedini, 2017; Santora, Bozer, Kooskora, 2019).
For instance, SD said that from her nonprofit experience, the empowerment of
prospective leaders has a positive and significant impact on employees’ performance and
alignment with the goals and mission of the organization for an effective succession plan,
and confirmed prior research (Gautam & Ghimire, 2017; Salari & Abedini, 2017,
Santora et al., 2019).

Participant CS’ assertion that leaders of the faith-based organization must have

the courage to trust and empower young potential leaders to facilitate a sustainable
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nonprofit leadership and services to their communities of operation confirmed the prior
research of Gautam and Ghimire (2017), as well as Salari and Abedini (2017). Participant
PP’s assertion that incumbent leaders should enthusiastically be courageous in trusting
and empowering employees with leadership competencies to enable a sense of belonging
that facilitates higher performance for succession plan implementation confirmed the
prior research of Santora et al. (2019), as well as Word and Sowa (2017).

The assertion of DD that “trusting relationship between management and
employees as well as empowering prospective leaders helps employees to be at their best
in the succession planning process” confirmed prior research (Santora et al., 2019; Word
& Sowa, 2017). Participant PD’s perspective that “trusting the understudy and
empowering them plays a significant role in creating enthusiasm and high performance in
the succession plans” corroborated prior research (Torry, 2017).

In summary, responses from research participants answered Research Question 2
regarding strategies that faith-based nonprofit leaders implemented to facilitate their
succession plans.

Leadership pipeline talent retention. Retention of leadership pipeline talent
strategy comprised two components, to wit, leadership pipeline talent and retention.
Regarding leadership pipeline talent, participant DN of Organization A in Maryland
asserted that implementation of the leadership pipeline strategy helped in the facilitation
of generating a pool of leadership talent in preparation for succession plan execution. As
far as retention is concern, DN’s assertion that the future leaders of the organization that

results from implementing the leadership pipeline must be retained to fulfill the purpose



129

of the leadership pipeline strategy confirmed prior research of Adebola (2019), as well as
Pandita and Ray (2018). SD’s assertion that leaders of his organization in Pennsylvania
implemented the leadership pipeline model and retained the leaders that accrued from the
leadership pipeline implementation for effective succession plan confirmed prior research
of Leadership Pipeline Institute (n.d.).

Participant SD’s assertion that “Leadership is the foundation for
attaining organizational goals and mission, and retention of leadership pipeline talent for
future leadership positions enhance succession planning” was corroborated by Adebola
(2019). Furthermore, SD’s perspective that leaders of his organization in Pennsylvania
implemented the leadership pipeline model and retained the leaders that accrued from the
leadership pipeline implementation for effective succession plan confirmed previous
research of Leadership Pipeline Institute (n.d.).
Research Question 3

Research Question 3 was: “How does the implementation of succession planning
strategies help faith-based nonprofit leaders to successfully attain organizational goals
and mission?” Participants from Organization A in Maryland and Organization B in
Pennsylvania concurred that the implementation of succession planning strategies to a
great extent facilitated faith-based nonprofit organizational leaders in the execution of the
mission and vision of their organization. For instance, participant PP of Organization A
said that with the implementation of succession planning strategies, the continuity of the

organization is viable, and nonprofit leaders could continue to work to fulfill their
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organization’s mission statement and vision as confirmed by the prior research of Torry
(2017).

Strategic plans for leadership succession form a guidepost for the sustainability of
organizations since effective leadership is the fulcrum of any organizational success
(Peters-Hawkins et al., 2018). GT’s assertion that in the event of a departure of an
employee, succession plans facilitated uninterrupted running of operations confirmed the
previous research of Torry (2017) and Peters-Hawkins et al. (2018). Contrarily,
participant GT of Organization B pointed out that when there was interruption, delays,
and other setbacks due to an employee’s departure, the protracted time frame in the
process of a new hire’s onboarding, organizational leaders might find themselves in
despair, as they have to spend time, money, and resources in covering the gap that was
left behind by the former employee.

GT asserted that the remainder of the staff might suffer greatly, as they often have
to cover cases and projects until a new hire came on board. According to GT:

All this leads to frustration, a negative impact on interpersonal relationships,

financial loss, and of course, a possible deviation from the organizational mission

and goals, as the new goal becomes to find a new employee to cover the gap that
was left behind.

Implementation of succession planning strategies, to ensure that the
organizational leaders continue to focus on carrying out the organizational mission in an
efficient and successful manner becomes imperative. In summary, participants’ responses

answered Research Question 3.
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Research Question 4

Research Question 4 was: “What succession planning strategies, if any, work best
to achieve goals and mission?” Participants from Organization A agreed that human
capital investment as well as retention of leadership pipeline talent worked best in
enabling the achievement of organizational goals and mission. Participants CS, DN, NC,
KS, PP, and RR or 100% of Organization A posited that “human capital investment as
well as retention of leadership pipeline talent worked best in enabling the achievement of
organizational goals and mission.” However, participants from Organization B concurred
that the achievement of organizational goals and mission was driven best with human
capital investment. Participants AK, AR, DD, GT, PD, and SD or 100% of Organization
B asserted that “human capital investment worked best in facilitating the achievement of
organizational goals and mission.” The effectiveness of human investment strategy in the
implementation of succession planning found in this research confirmed the previous
research of LeCounte et al. (2017). In summary, responses from participants from
Organization A and Organization B respectively answered Research Question 4.
Comparing Succession Planning Strategies of A and B Organizations

Data analysis of interview transcriptions of both Organization A in Maryland and
Organization B in Pennsylvania respectively enabled the emergence of three common
themes, namely, investment in human capital, retention of leadership pipeline talent, as
well as trust and empowerment of potential leaders. In other words, the succession

planning strategies that faith-based nonprofit leaders implemented in Maryland and
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Pennsylvania compared at 100% in their ability to achieve organizational goals and
mission.
Limitations of the Study

One significant point on evaluating the limitations of a qualitative study was
whether or not an event was within the control of the researcher (Bloomberg & Volpe,
2019; Merriam & Grenier, 2019). If an event was beyond the control of the researcher, it
would probably have limited the study (Bloomberg & Volpe, 2019). Some of the
limitations in this study were beyond my control. Respondents might choose to not
contribute to their full capacity during the semi-structured interviews as to their insights
on the effective succession planning strategies in faith-based nonprofits. There was an
attempt in persuading prospective interviewees to provide insightful and truthful
information during the interviews, given that the results of the study might promote their
own faith-based nonprofit organizations’ leadership transition.

Faith-based nonprofit leaders’ burnout resulting from pressure from their
management or pressure from their heavy workload could have hindered the sharing of
insightful information (Kim & Park, 2017; Lee et al., 2018; Zang, Zhou, & Zhang, 2016).
The participants might have received instructions from their leaders to be cautious in
sharing information on succession planning strategies for nonprofit success in achieving
their organizational goals and mission, which might have created a limitation to the
study. Before the interviews, there was an encouragement for the interviewees to be

candid in providing insightful and sincere thoughts on the interview questions, as the
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objective of the research was to facilitate higher sustainable success in leadership
transition in their faith-based nonprofit organizations.
Recommendations

I recommend that leaders of nonprofits attend the conferences of the Association
for Research on Nonprofit Organizations and Voluntary Action (ARNOVA), considering
that a number of the nonprofit leaders interviewed in this study were not conversant with
the obtainable succession planning strategies of other organizations, neither in the same
state nor other states. Enriched learning through nonprofit conference attendance
facilitated leaders’ understanding of succession plan reports of other, nonprofit
organizations (Sharma & Sengupta, 2017). Nonprofit conference attendance facilitated
the opportunity of networking with other nonprofit leaders of different organizations and
succession planning strategists who had researched on other nonprofits to enable the
gaining of understanding on succession planning strategies implemented in other
nonprofits (Sousa & Clark, 2017).

With established professional relationships gained through conference attendance,
the faith-based nonprofit leader could invite her or his expert acquaintance for
presentation to present on how to overcome the challenges of succession planning at her
or his organization without much difficulty. Networking strategies at conferences include
talking to presenters and other attendees after presentations, going to the social events of
the conference, handing out contact information to other conference, and spending
quality time with professionals in one’s field with shared ideas (Sousa & Clark, 2017).

Networking with professionals/experts does not end at the conference. The faith-
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based nonprofit leader interested in gaining a deeper and broader understanding of
succession planning strategies in other nonprofits must work as hard on networking with
succession planning strategists after the conference. Networking after a conference has
the potential of enabling succession planning strategists to remember the individual
nonprofit leader and heighten the likelihood of collaboration to facilitate the
understanding of succession planning strategies obtainable in other nonprofits (Sousa, &
Clark, 2017).

There is a shortage of comparative case study in succession plans in the nonprofit
literature. I recommend that future research should focus on comparing nonprofits in the
same state and other states for a better understanding of the challenges and succession
planning strategies of leaders in the third sector. In this study, I compared the succession
planning strategies of two organizations in two states on the East Coast. I recommend
that future research should focus on comparing three to four nonprofits in the West Coast
to enable a better understanding of the value of the regional differences to the succession
planning strategies in the third sector. There is a scarcity of comparative
phenomenological studies of succession planning strategies in the nonprofit literature. I
recommend that future research should focus on comparing succession planning
strategies in faith-based nonprofits using a phenomenological design.

I recommend that future investigative inquirers on succession planning strategies
utilize different conceptual frameworks for quantitative and qualitative research methods
in their effort to identify added succession planning strategies for accomplishing

organizational goals and mission. The different conceptual frameworks in quantitative
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and qualitative investigative inquiries have the potential to provide comprehension of
strategies that faith-based nonprofit leaders utilize to recruit and train leaders for
succession planning. Another recommendation for future research involves the
exploration of the explicit and implicit knowledge transfer strategies for the enablement
of succession planning through mentoring in faith-based nonprofit organizations since
there is shortage of such research in the nonprofit literature.

Leaders of Organization A in Maryland and Organization B in Pennsylvania did
not mention their funding sources in meeting the financial requirements of developing
and implementing effective succession planning strategies. I recommend that future
research should focus on financial leadership in succession planning. Implementation of
formal volunteers’ training, especially volunteers that have attained high performance,
might facilitate the identification of potential organizational leaders for succession
planning. I recommend that future researchers should explore volunteer succession
planning and the role of volunteers in executive succession planning. Organization A and
Organization faith-based leaders have been executing their food-aid program to their
communities of operation for three decades. The faith-based leaders’ implementation of
succession planning strategies was to facilitate the sustainability of their valuable services
to society. I recommend that future investigative inquirers explore strategies for funding
of faith-based food-aid programs for the enablement of the achievement of their
organizational goals and mission sustainably.

Literature review revealed that one of the challenges to succession planning in

nonprofits is heropreneurship (Pap-Thornton, 2016). Heropreneurship wreaked havoc on
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the collective efforts of succession planning in nonprofit organizations because a
heropreneur, who might not have succession planning skills, would not likely recognize
and empower a staff that possessed the appropriate talent to help with the leadership task
(McCormack et al., 2014; Pap-Thornton, 2016). I recommend that future research should
focus on exploring strategies to mitigate heropreneurship in faith-based nonprofit
organizations.

Burnout resulting from pressure from their management or pressure from their
heavy workload could have hindered the sharing of insightful information by the faith-
based leaders of Organization A and Organization B. Burnout of leaders hindered the
sharing of organizational information, as reported by Lee et al. (2018). I recommend that
future researchers explore strategies to mitigate burnout of faith-based nonprofit leaders
to facilitate information sharing in research.

Review of succession planning literature revealed that many nonprofit leaders
liked power and control, which militated against succession planning (Prabhupada,
2018). Of course, power could be intoxicating for many leaders (Prabhupada, 2018). The
proclivity for power and control was endemic in nonprofit leaders, given that humans
have the intrinsic tendency to control other entities and to exploit resources (Bhakti-
Tirtha, 2018; Prabhupada, 2018). I recommend that future investigative inquiries should
concentrate on strategies to mitigate power and control for the enablement of successful

development and implementation of succession planning strategies.



137

Implications
Implication for Social Change

The findings of this study, recommendations, and implementation might lead to
positive social change in the form of social responsibility and social capital. Social
change is the enhancement of human or social conditions by promoting the development
of individuals, communities, or organizations (O’Cass & Griffin, 2015). Social
responsibility entailed individuals’ or organizations’ service to society that enables a
balance of economic growth and societal welfare (Lins, Servaes, & Tamayo, 2017;
Petrenko, Aime, Ridge, & Hill, 2016; Wang, Tong, Takeuchi, & George, 2016).

Social capital consisted of the networks of the bond of affinities of people who
worked and lived in a specific society, which promoted societal functional effectiveness
(Santora et al., 2015; Pedersen et al., 2018; Williams & Mullane, 2019). Implications for
positive social change included the potential for the provision of retention of leadership
pipeline talent, trusting in and empowering of young prospective leaders, and human
capital investment for facilitating the implementation of succession planning strategies.
In other words, faith-based leaders’ greater focus on human capital investment, trust in
and empowering young potential leaders, and leadership pipeline talent retention might
facilitate positive social change in the form of greater social responsibility and enhanced
social capital as a result of the knowledge gained from the study.

Succession plans contribute to positive change given that at the core of the
leadership pipeline talent retention was to ensure that talented employees with

appropriate capabilities and experiences were retained and fixed in the right positions
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whenever the need arose. Hall-Ellis (2015) asserted that the turnover of nonprofit leaders
created organizational challenges. Leaders that might plan to leave their organizations
through retirement or to seek better jobs or through death by 2025 might outnumber the
leaders that would gain employment in nonprofits (Hall-Ellis, 2015). Faith-based
nonprofit leaders in preparation for leaders’ departure needed to develop their next
generation of leaders to meet the turnover challenge. Implementation of effective
succession planning strategies, to wit: human capital investment, leadership pipeline
talent retention, and trust in and empowerment of potential leaders facilitate the
forestalling of turnover challenge.

The development and implementation of effective succession planning strategies
were significant to positive social change, given the expensiveness of executive search or
recruitment of top external talent (Valentine et al., 2017). Leadership pipeline talent
retention in preparedness for the future was an essential strategy. Implementation of
succession planning strategies such as human capital investment, as well as trust in and
empowerment of young potential leaders in faith-based nonprofit organizations,
reinforces uninterrupted operations.

Implication for Theory

This study’s implication for theory is that it might bridge the gap in existing
literature in the area of effective succession planning strategies that faith-based nonprofit
leaders implemented to facilitate the attainment of organizational goals and mission.

Previous studies on nonprofit success for the realization of organizational goals and



139

mission had mainly been quantitative. The qualitative data from this study might provide
a needed addition to the literature.

The study results might provide insight into the impact of nonprofit leaders’
effective succession planning strategies in achieving success in the accomplishment of
organizational goals and mission. Knowledge from the findings of the study might enable
the development of evidence-based succession planning strategies and provide a basis for
future intervention research, including nonprofit leadership development.

Implications for Practice

The results of this study might provide faith-based nonprofit leaders with a deeper
understanding of succession planning strategies for success in achieving nonprofit
organizational goals and mission, and the contributing factors to that success. Through
this knowledge, faith-based nonprofit leaders might benefit and improve their decision-
making process on succession planning strategies to attain success in the achievement of
organizational goals and mission.

Conclusions

The purpose of this qualitative study was to compare the effective succession
planning strategies that faith-based nonprofit leaders in Maryland and Pennsylvania
developed and implemented for the achievement of organizational goals and mission. The
research involved the perspectives of six faith-based nonprofit leaders, respectively, from
Organization A in Maryland and Organization B in Pennsylvania through interviews.
Data analysis generated three common themes, to wit: human capital investment,

retention of leadership pipeline talent, as well as trust and empowerment of potential
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leaders, showing that succession planning strategies in those two organizations compared
at 100%.

Implications for positive social change included the potential for the provision of
retention of leadership pipeline talent, trusting in and empowering of young prospective
leaders, and human capital investment for facilitating the implementation of succession
planning. Faith-based leaders’ greater focus on human capital investment, trust in and
empowering young potential leaders, and leadership pipeline talent retention might
facilitate positive social change in the form of greater social responsibility, enhanced
social capital, and advancement of beneficial community partnerships.

The implementation of succession planning strategies to a great extent facilitated
faith-based nonprofit organizational leaders in the execution of the mission and vision of
their organization. For instance, participant PP of Organization A said that with the
implementation of succession planning strategies, the continuity of the organization is
viable, and nonprofit leaders could continue to work to fulfill their organization’s mission
statement and vision. The research results revealed that the succession planning strategies
that worked best for Organization A were human capital investment and leadership

pipeline talent retention while human capital investment worked best for Organization B.



141

References

Abdalla, M. M., Oliveira, L. G. L., Azevedo, C. E. F., & Gonzalez, R. K. (2018).
Quality in qualitative organizational research: Types of triangulation as a
methodological alternative. Administragdo: Ensino e Pesquisa, 19(1), 66-98.
doi:10.13058/raep.2018.v19n1.578

Acikgoz, Y., & Sumer, H. C. (2018) Predicting applicant withdrawal: An expectancy
theory perspective. Military Psychology, 30(2), 152-161.
https://doi.org/10.1080/08995605.2018.1425066

Adebola, S. (2019). Why do organizations run talent programs? Insights from UK
organizations. In B. Adamsen and S. Swailes, S. (Eds), Managing talent
(pp-187-213). Cham, Switzerland: Palgrave Macmillan.

Aldiabat, K. M., & Le Navenec, C. (2018). Data saturation: The mysterious step in
grounded theory method. The Qualitative Report, 23(1), 245-261. Retrieved from
https://nsuworks.nova.edu/tqr/

Agarwalla, S., Seshadri, B., & Krishnan, V. R. (2015). Impact of gunas and karma
yoga on transformational leadership. Journal of Human Values, 21(1), 11-22.
doi:10.1177/0971685815569590

Aguirre, M. (2017). Thick description and poetics of the liminal gothic tales. Orbis
Litterarum, 72(4), 294-317. https://doi.org/10.1111/0li.12138

Al-Atiyyat, N. M. H., & Naga, B. S. H. (2014). Effects of spirituality in breast cancer
survivors: Critique of quantitative research. Middle East Journal of Age &

Ageing, 12(4), 25-32. doi:10.5742/mefm.2014.92466



142

Ali, Z., & Mehreen, A. (2019). Understanding succession planning as a combating
strategy for turnover intentions. Journal of Advances in Management Research,
16(2), 216-233. https://doi.org/10.1108/JAMR-09-2018-0076

Akinniyi, E. O., Llama, J. D., Idowu, O. M., & Oraegbune, O. M. (2018). Planning
strategies for leadership succession in some construction companies in north
eastern states of Nigeria. International Journal of Engineering Technologies and
Management Research, 5(5),11-17. doi:10.5281/zenodo.1255340.

Anderson, F. O. (2018). The bumpy road of nonprofit creation: An examination of start-
up problems encountered by nonprofit entrepreneurs. Nonprofit and Voluntary
Sector Quarterly, 48(1), 194-207. https://doi.org/10.1177/0899764018785464

Anderson, M.A., Ochoa, L., Sullivan, M., & Maxwell, N. (2018). The role of goal setting
in integrated service delivery. Mathematica Research Policy. Retrieved
https://www.mathematica-mpr.com/our-publications-and-projects/publications

Antwi, K. S., & Hamza, K. (2015). Qualitative and quantitative research paradigms in
business research: A philosophical reflection. European Journal of Business and
Management,7(3), 217-224. Retrieved from
https://iiste.org/Journals/index.php/EJBM

Atwood, C. G. (2020). Succession planning basics (2nd edition). Alexandria, Virginia:
ASTD Press.

Bacq, S., Janssen, F., & Noél, C. (2017). What happens next? A qualitative study of
founder succession in social enterprises. Journal of Small Business Management,

55,1-25.doi:10.1111/jsbm.12326



143

Bandura, A. (2014). Social cognitive theory of moral thought and action. In W.
M. Kurtines, J. Gewirtz, & J. L. Lamb (Eds.), Handbook of moral behavior and
development: Theory (Vol. 1, pp, 45-96). New York, NY: Psychology Press.

Bang, H. (2015). Volunteer age, job satisfaction, and intention to stay: A case of
nonprofit sport organizations. Leadership & Organization Development

Journal, 36(2),161-176. https://doi.org/10.1108/LODJ-04-2013-0052

Barnham, C. (2015). Quantitative and qualitative research: Perceptual foundations.
International Journal of Market Research, 57(2), 837-854.
https://doi.org/10.2501/1IJMR-2015-070

Barton, A. (2019). Preparing for leadership turnover in Christian higher education: Best
practices in succession planning. Christian Higher Education, 18(1-2), 37-53.
https://doi.org/10.1080/15363759.2018.1554353

Bassous, M. (2015). What are the factors that affect worker motivation in faith-based
nonprofit organizations? Voluntas: International Journal of Voluntary and
Nonprofit Organizations, 26(1), 355-381. https://doi.org/10.1007/s11266-013-
9420-3

Baumann, M. R. & Bonner, B. L. (2017). An expectancy theory approach to group
coordination: Expertise, task features, and member behavior. Journal of
Behavioral Decision Making, 30(2), 407-419. https://doi.org/10.1002/bdm.1954

Bell, E., Bryman, A., & Harley, B. (2018). Business research methods (5th ed.).
Oxford, UK. Oxford University Press.

Berman, E. (2015). Performance and productivity in public and nonprofit organizations.



144

New York, NY: Routledge.

Bhakti-Tirtha, S. (2018). Leadership in an age of higher consciousness. In A. C. B. S.
Prabhupada (Ed.), Prabhupada vedabase. Los Angeles, CA: Bhaktivedanta Book
Trust International.

Birt, L., Scott, S., Cavers, D., Campbell, C., & Walter, F. (2016). Member checking: A
tool to enhance trustworthiness or merely a nod to validation? Qualitative Health
Research, 26(13), 1802-1811. https://doi.org/10.1177/1049732316654870

Boddy, C. R. (2016). Sample size for qualitative research. Qualitative Market
Research: An International Journal, 19(4), 426-432.
https://doi.org/10.1108/QMR-06-2016-0053

Bolander, P., Werr, A. & Asplund, K. (2017). The practice of talent management: A
framework and typology. Personnel Review, 46(8), 1523-1551.
https://doi.org/10.1108/PR-02-2016-0037

Bortnowska, H., & Seiler, B. (2019). Formal mentoring in nonprofit organizations:
Model proposition. Management, 23(1), 188-208.
https://doi.org/10.2478/manment-2019-0011

Blaikie, N., & Priest, J. (2019). Designing social research: The logic of anticipation.
Cambridge, UK: Polity Press.

Bloomberg, L. D., & Volpe, M. (2019). Completing your qualitative dissertation: A
road map from beginning to end. Thousand Oaks, CA: Sage.

Bottomley, K. S. (2018). Developing sustainable leadership through succession planning.

In P. A. Gordon & J. A. Overbey (Eds.), Succession planning: Promoting



145

organizational sustainability (pp. 1-10). Cham, Switzerland: Springer.
https://doi.org/10.1007/978-3-319-72532-1 1

Bozer, G., Kuna, S., & Santora, J. C. (2015). The role of leadership development in
enhancing succession planning in the Israeli nonprofit sector. Human Service
Organizations: Management, Leadership & Governance, 39(5), 492-508.
doi:10.1080/23303131.1077180

Bradford, L. (2017). Nonprofit social responsibility and sustainability: Engaging urban
youth through empowerment. In D. Pompper (Ed.), Corporate social
responsibility, sustainability, and ethical public relations (pp. 53-88). Bingley,
UK: Emerald Publishing Limited.

Bryson, J. M. (2018). Strategic planning for public and nonprofit organizations: A guide
strengthening and sustaining organizational achievement (5th ed.). Hoboken, NJ:
Wiley.

Budworth, M. H., Latham, G. P., & Manroop, L. (2015). Looking forward to
performance improvement: A field test of the feedforward interview for
performance management. Human Resource Management, 54(1), 45-54.
https://doi.org/10.1002/hrm.21618

Bureau of Labor Statistics (2014). The economics daily: Nonprofits account for 11.4
million jobs, 10.3 percent of all private sector employment. Retrieved from
https://www.bls.gov/opub/ted/2014/ted 20141021.htm

Button, G., Crabtree, A., Rouncefield, M., & Tolmie, P. (2015). Deconstructing

ethnography. Cham, Switzerland: Springer.



146

Byers, L. (2016). Succession planning strategies of faith-based, nonprofit leaders of the
boomer generation. (Doctoral dissertation). Retrieved from ProQuest. (Accession
no. 10103094).

Calabro, A., Minichilli, A., Amore, M. D., & Brogi, M. (2017). The courage to choose!
Primogeniture and leadership succession in family firms. Strategic Management,
39(7), 2014-2035. https://doi.org/10.1002/smj.2760

Carbo, A. R., & Storm, K. J. (2018). Preventing negative conflict in leadership
succession: Ethical considerations and practices. In P. A. Gordon & J. A.
Overbey (Eds.), Succession planning: Promoting organizational sustainability
(pp. 213-222). Cham, Switzerland: Springer. https://doi.org/10.1007/978-3-319-
72532-1 17

Castillo-Montoya, M. (2016). Preparing for interview research: The interview protocol
refinement framework. The Quarterly Report, 21(5), 811-831. Retrieved from
https://nsuworks.nova.edu/tqr/

Charan, R., Drotter, S., & Noel, J. (2011). The leadership pipeline: How
to build the leadership powered company. San Francisco, CA: Jossey-Bass.

Chen, L., Ellis, S., & Suresh, N. (2016). A supplier development adoption framework
using expectancy theory. International Journal of Operations & Production
Management, 36(5), 592-615. https://doi.org/10.1108/IJOPM-09-2013-0413

Cole, S. L., & Harbour, C. P. (2015). Succession planning activities at a rural public
health department. The Qualitative Report, 20(1), 148-164. Retrieved from

https://nsuworks.nova.edu/tqr/



147

Daniel, B. K. (2018). Empirical verification of the “TACT” framework for teaching
rigor in qualitative research methodology. Qualitative Research Journal, 18(3),
262-275. https://doi.org/10.1108/QRJ-D-17-00012

Davis, J. C. (2017). From head shops to whole foods: The rise and fall of activist and
entrepreneurs. New York, NY: Columbia University Press.

Delery, J. E., & Roumpi, D. (2017). Strategic human resource management, human
capital and competitive advantage: Is the field going in circles? Human Resource
Management Journal, 27(1), 1-21. https://doi.org/10.1111/1748-8583.12137

DeVita, A. (2016). Report reveals greatest leadership challenges facing nonprofits today.
Top Nonprofits. Retrieved from https://topnonprofits.com/report-reveals-greatest-
leadership- challenges-facing-nonprofits-today-podcast/

Duncan, S., & Fiske, D. W. (2015). Face-to-face interaction: Research, methods, and
theory. London, UK: Routledge.

Eckerdal, J. R., & Hagstrom, C. (2017). Qualitative questionnaires as a method for
information studies research. Information Research, 22(1). Retrieved from
http://www.informationr.net/ir/

Epstein, M. J., & Yuthas, K. (2017). Measuring and improving social impacts: A
guide for nonprofits, companies, and impact investors. London, UK: Routledge.

Etikan, I., Musa, S. A., & Alkassim, R. S. (2016). Comparison of convenience sampling
and purposive sampling. American Journal of Theoretical and Applied Statistics,
5(1), 1-4. doi:10.11648/.ajtas.20160501.11

Follman, J., Cseh, M., & Brudney, J. L. (2016). Structures, challenges, and successes of



148

volunteer programs col /managed by nonprofit and public organizations.
Nonprofit Management & Leadership, 26(4), 453-470.
https://doi.org/10.1002/nml.21206

Frankfort-Nachmias, C., Nachmias, D., & DeWaard, J. (2015). Research methods in the
social sciences. New York, NY: Worth Publishers.

Freudenberger, H. J. (1974). Staff burnout. Journal of Social Issues. 30(1), 159-165.
https://doi.org/10.1111/j.1540-4560.1974.tb00706.x

Friedman, S. D. (2017). Leadership succession. New York, NY: Routledge.

Frost, W., & Laing, J. (2015). Avoiding burnout: The succession planning, governance,
and resourcing of rural tourism festivals. Journal of Sustainable Tourism, 23(8-9),
1298-1317. https://doi.org/10.1080/09669582.2015.1037841

Fusarelli, B. C., Fusarelli, L. D., & Riddick, F. (2018). Planning for the future:
Leadership development and succession planning in education. Journal of
Research on Leadership Education, 13(3), 286-313.
https://doi.org/10.1177/1942775118771671

Fusch, P. I., & Ness, L. R. (2015). Are we there yet? Data saturation in qualitative
research. The Qualitative Report, 20(9), 1408-1416. Retrieved from
https://nsuworks.nova.edu/tqr/

Gautam, D., & Ghimire, S. B. (2017). Psychological empowerment of employees
for competitive advantages: An empirical study of Nepalese service
sector. International Journal of Law and Management, 59(4), 466-

488. https://doi.org/10.1108/IJLMA-03-2016-0035



149
Geertz, C. (1973). The interpretation of cultures. New York, NY: Basic Books.

Gentles, S. J., Charles, C., Ploeg, J., & McKibbon, K. A. (2015). Sampling in qualitative
research: Insights from an overview of the methods literature. The Qualitative
Report, 20(11), 1772-1789. Retrieved from https://nsuworks.nova.edu/tqr/

Ghee, W. Y., Ibrahim, M. D. & Abdul-Halim, H. (2015). Family business succession
planning: Unleashing the key factors of business performance. Asian Academy
of Management Journal, 20(2), 103-126. Retrieved from
http://web.usm.my/aamj/

Gill, M., Gill, D. J., & Roulet, T. J. (2018). Constructing trustworthy historical narratives:

Criteria, principles, and techniques. British Journal of Management, 29(1), 191-
205. https://doi.org/10.1111/1467-8551.12262

Gill, P., & France, T. (2019). Accelerating diverse leader readiness through foresight
and futures thinking. In D. Schreiber and Z. Berge (Eds.), Futures thinking
and organizational policy (pp. 327-345). Cham, Switzerland: Palgrave
Macmillan.

Gill, S., Nathans, L. L., Seidel, A. J., & Greenberg, M. T. (2017). Early head start—
up planning: Implications for staff support, job satisfaction, burnout, and turnover.
Journal of Community Psychology, 45(4), 443-458.
https://doi.org/10.1002/jcop.21857

Glaser, G. B. (1965). The constant comparative method of qualitative analysis. Social
Problems, 12(4), 436-445. doi:10.2307/798843

Goodrick, D. (2015). Comparative case studies. Methodological Briefs: Impact



150

Evaluation, 9. Retrieved from https://www.semanticscholar.org/

Gordon, P., & Overbey, J. (2018) (Eds.). Succession planning: Promoting
organizational sustainability. Cham, Switzerland: Palgrave Macmillan.

Grant, L. E., & Potoski, M. (2015). Collective reputations affect donations to nonprofits.
Journal of Policy Analysis and Management, 34(4), 835-852.
https://doi.org/10.1002/pam.2186

Griffith, J. A., Baur, J. E., & Buckley, R. (2019). Creating comprehensive leadership
pipelines: Applying the real options approach to organizational leadership
development. Human Resource Management Review, 29(3), 305-315.
https://doi.org/10.1016/j.hrmr.2018.07.001
https://csuepress.columbusstate.edu/sltp/

Haberfellner, C., & Fenzl, T. (2017). The utility value of research evidence from the
perspective of preservice student teachers in Austria: A qualitative exploratory
study. Journal of Educational Research, 9(2), 69-87. Retrieved from
https://www.tandfonline.com/loi/vjer20

Hall-Ellis, S. D. (2015). Succession planning and staff development — a winning
combination. The Bottom Line, 28(3), 95-98. doi:10.1108/BL-05-2015-0007

Hammersley, M. (2016). Reading ethnographic research: A critical guide. New Y ork,
NY: Routledge.

Haven, T. L., & Grootel, L. V. (2019). Preregistering qualitative research. Accountability
in Research, 26(2), 229-244. https://doi.org/10.1080/08989621.2019.1580147

Helmig, B., Ingerfurth, S., & Pinz, A. (2014). Success and failure of nonprofit



151

organizations: Theoretical foundations, empirical evidence, and future research.
Voluntas: International Journal of Voluntary and Nonprofit Organizations, 25(6),
1509-1538. https://doi.org/10.1007/s11266-013-9402-5

Hoffarth, M. (2016). Executive burnout. Business History Review, 90(4), 701-708.
https://doi.org/10.1017/S0007680517000046

Holt, S., Hall, A., & Gilley, A. (2018). Essential components of leadership development
programs. Journal of Managerial Issues, 30(2), 214-229. Retrieved from
https://www.pittstate.edu/business/journals/journal-of-managerial-issues.html

Homer, A. O. (2016). Leaders in transition: A guide to leadership succession in the
church and other faith-based organizations. Bloomington, IN: WestBow Press.

Hopkins, K., Meyer, M., Shera, W., & Peters, C. (2014). Leadership challenges facing
nonprofit human service organizations in a post-recession era. Human Service
Organizations: Management, Leadership & Governance, 38(5), 419-422.
doi:10.1080/23303131.2014.977208

Hu, J., Erdogan, B., Jiang, K., Bauer, T. N., & Liu, S. (2018). Leader humility and team
creativity: The role of team information sharing, psychological safety, and power
distance. Journal of Applied Psychology, 103(3), 313-323.
https://doi.org/10.1037/apl0000277

Huynh, T. T. (2016). Library succession planning process in Vietnam. New Library
World, 117(11/12), 756-767. https://doi.org/10.1108/NLW-08-2016-0059

Janesick, V. J. (2015). “Stretching” exercises for qualitative researchers (4th ed.).

Thousand Oaks, CA: Sage.



152

Joachim, V. D. B., & Stijn, V. (2016). Unveiling smart city implementation challenges:
The case of Ghent. Information Polity, 21(1), 5-19. doi:10.3233/IP-15037

John, F. (2016). The social construction of success among leaders of faith-based and
secular NGOs in Cambodia: Examining the role of faith. Journal of Religion &
Spirituality in Social Work: Social Thought, 35(4), 271-294.
doi:10.1080/15426432.2016.1229149

Johnson, R. D., Pepper, D., Adkins, J., Alexius, A., & Emejom, A. A. (2018). Succession
planning or large and small organizations: A practical review of professional
business corporations. In P. A. Gordon & J. A. Overbey (Eds.), Succession
planning: Promoting organizational sustainability (pp. 11-22). Cham,
Switzerland: Springer.

Jorgensen, D. L. (2015) Participant observation. In R. Scott & S. Kosslyn (Eds.),
Emerging trends in the social and behavioral sciences (pp. 1-15). New York, NY:
Wiley. doi:10.1002/9781118900772.etrds0247

Keller, J. (2018). Succession planning management. In P. A. Gordon & J. A. Overbey
(Eds.), Succession planning: Promoting organizational sustainability (pp. 49-48).
Cham, Switzerland: Springer.

Kim, W., & Park, J. (2017). Examining structural relationships between work
engagement, organizational procedural justice, knowledge sharing, and innovative
work behavior for sustainable organizations. Sustainability, 9(2), 205-221.
Retrieved from https://www.mdpi.com/journal/sustainability

Koohang, A., Paliszkiewicz, J., & Goluchowski, J. (2017). The impact of



153

leadership on trust, knowledge management, and organizational performance: A
research model. Industrial Management & Data Systems, 117(3), 521-
537. https://doi.org/10.1108/IMDS-02-2016-0072

Korstjens, 1., & Moser, A. (2017). Series: Practical guidance to qualitative research. Part
4: Trustworthiness and publishing. European Journal of General Practice, 24(1),
120-124. https://doi.org/10.1080/13814788.2017.1375092

Kunreuther, F., Segal, P., & Clohesy, S. (2013). The leadership in leaving. Retrieved
from http://www.buildingmovement.org/reports/entry/the leadership in leaving

Landles-Cobb, L., Kramer, K., & Milway, K. S. (2015). The nonprofit leadership deficit.
Stanford Social Innovation Review. Retrieved from
https://ssir.org/articles/entry/the _nonprofit leadership development deficit

Latham, G. (2016). Goal setting: A possible theoretical framework for examining the
effect of priming goals on organizational behavior. Current Opinion in
Psychology, 12, 85-88. Retrieved from
https://doi.org/10.1016/j.copsyc.2016.07.005

Leadership Pipeline Institute (n.d.). Leadership pipeline implementation. Retrieved
from https://leadershippipelineinstitute.com/Default.aspx

Leblanc, R., & Fraser, J. (2016). The handbook of board governance: A
comprehensive guide for public, private, and not-for-profit board members.
Hoboken, NJ: Wiley.

LeCounte, J. F., Prieto, L. C., & Phipps, S. T. A. (2017). CEO succession planning and



154

organizational performance: A human capital theory approach. Journal of
Leadership, Accountability and Ethics, 14(1), 46-57.
Retrieved from http://www.na-businesspress.com/jlacopen.html

Letaifa, S. B. (2015). How to strategize smart cities: Revealing the SMART model.
Journal of Business Research, 68(7),1414-1419. Retrieved from
https://doi.org/10.1016/j.jbusres.2015.01.024

Li, H. (2018). Leadership succession and the performance of nonprofit organizations: A
fuzzylIset qualitative comparative analysis. Nonprofit Management and
Leadership, 29(3), 341-361. https://doi.org/10.1002/nm1.21339

Liket, K. C., & Maas, K. (2015). Nonprofit organizational effectiveness: Analysis of best
practices. Nonprofit and Voluntary Sector Quarterly, 4(2), 268-296.Retrieved
from https://doi.org/10.1177/089976401351006

Lincoln, Y. S., & Guba, E. G. (1985). Naturalistic inquiry. Newbury Park, CA: Sage

Lins, K. V., Servaes, H., & Tamayo, A. (2017). Social capital, trust, and firm
performance: The value of corporate social responsibility during the financial
crisis. The Journal of Finance, 72(4), 1785-1824. Retrieved from
https://doi.org/10.1111/jofi.12505

Lloyd, R., & Mertens, D. (2018). Expecting more out of expectancy theory: History urges
inclusion of the social context. International Management Review, 14(1), 28-43.
Retrieved from
https://www.questia.com/library/p150683/international-management-review

Locke, E. A., & Latham, G. P. (2013). Goal setting theory. In E. A. Locke & G. P.



155

Latham (Eds.), New developments in goal and task performance (pp. 3-15). New
York, NY: Routledge.

Loomis, S. G. (2018). Federal agency succession planning. In P. Gordon & J. Overbey
(Eds.), Succession planning. Cham, Switzerland: Palgrave MacMillan.

Ma, J., & Konrath, S. (2018). A century of nonprofit studies: Scaling the knowledge of
the field. Voluntas: International Journal of Voluntary and Nonprofit
Organizations 29, 1139-1158. https://doi.org/10.1007/s11266-018-00057-5

Malterud, K., Siersma, V. D., & Guassora, A. D. (2016). Sample size in qualitative
interview studies: Guided by information power. Qualitative Health Research,
26(13), 1753-1760. https://doi.org/10.1177/1049732315617444

McClements, L. (2017). How to build the pipeline for executive succession. Governance
Directions, 69(10), 616-618. Retrieved from
https://www.governanceinstitute.com.au/resources/governance-directions/

McCormack, M., Brinkley-Rubinstein, L., & Craven, K. L. (2014). Leadership
religiosity: A critical analysis. Leadership & Organization Development
Journal, 35(7), 622-636. https://doi.org/10.1108/LODJ-07-

2012-0093

McDonald, R. E., Weerawardena, J., Madhavaram, S., & Mort, G. S. (2015). From
“virtuous” to “pragmatic” pursuit of social mission: A sustainability-based
typology of nonprofit organizations and corresponding strategies. Management
Research Review, 38(9), 970-991. https://doi.org/10.1108/MRR-11-2013-0262

McKee, K., & Froelich, G. (2016). Executive succession planning: Barriers and



156

substitutes in nonprofit organizations. Annals of Public and Cooperative
Economics, 87(4), 587-601. Retrieved from https://doi.org/10.1111/apce.12129

McMullen, J. S., & Warnick, B. J. (2015). To nurture or groom? The parentfounder
succession dilemma. Entrepreneurship: Theory & Practice, 39(6), 1379-1412.
https://doi.org/10.1111/etap.12178

McNabb, D. E. (2015). Research methods in public administration and nonprofit
management. New York, NY: Routledge.

Merriam, S. B., & Grenier, R. S. (2019). Qualitative research in practice: Examples for
discussion and analysis. San Francisco, CA: Wiley.

Merriam, S. B., & Tisdell, E. J. (2016). Qualitative research: A guide to design and
implementation (4th ed.). San Francisco, CA: Jossey-Bass

Mertens, D. M. (2014). Research and evaluation in education and psychology:
Integrating diversity with quantitative, qualitative, and mixed methods. Thousand
Oaks, CA: Sage.

Mhlongo, S. B., & Harunavamwe, M. (2017). Exploring management’s perceptions
of succession planning and its impact on staff retention at an agricultural
company. International Journal of Research in Business Studies and
Management, 4(3), 7-26. http://dx.doi.org/10.22259/ijrbsm.0403002

Michaelidou, N., Micevski, M., & Cadogan, J. W. (2015). An evaluation of nonprofit
brand image: Towards a better conceptualization and measurement. Journal of
Business Research, 68(8),1657-1666.

https://doi.org/10.1016/j.jbusres.2015.03.024



157

Miles, M. B., Huberman, A. M., & Saldaiia, J. (2014). Qualitative data analysis: A
method sourcebook. Thousand Oaks, CA: Sage.

Miller, E. W. (2018). Nonprofit strategic management revisited. Canadian Journal of
Nonprofit and Social Economy Research, 9(2), 23-40. Retrieved from
http://anserj.ca/index.php/cjnser/

National Center for Charitable Statistics (2016). Facts about nonprofits. Nonprofit
almanac. https://nccs.urban.org/data-statistics/quick-facts-about- nonprofits
https://doi.org/10.1080/09585192.2017.1359792

Nolan, L. (2015). The impact of executive personal branding on non-profit perception
and communications. Public Relations Review, 41(2), 288-292.
https://doi.org/10.1016/j.pubrev.2014.11.001

Northouse, P. G. (2018). Leadership.: Theory and practice (8th ed.). Thousand Oaks, CA:
Sage.

Nowell, L. S., Norris, J. M., White, D. F., & Moules, N. J. (2017). Thematic analysis:
Striving to meet the trustworthiness criteria. International Journal of Qualitative
Methods, 16(1), 1-13. https://doi.org/10.1177/1609406917733847

O’Cass, A., & Griffin, D. (2015). Eliciting positive social change: Marketing’s capacity
to drive prosocial behaviors. Marketing Intelligence & Planning, 33(5), 826-843.
doi:10.1108/MIP-02-2014-0027

Odengo, R. A., & Bett, M. S. (2016). Influence of succession planning practices on
performance of Kenya power limited company. International Journal of Business

Strategies, 1(1), 127- 143. Retrieved from www.ajpojournals.org



158

Olesen, A. P., Amin, L., & Mahadi, Z. (2018). Researchers experience of misconduct in
research in Malaysian higher education institutions. Accountability in Research,
25(3), 125-141. https://doi.org/10.1080/08989621.2018.1429925

Olinske, J. L., & Hellman, C. M. (2017). Leadership in the human service nonprofit
organization: The influence of the board of directors on executive director well-
being and burnout. Human Service Organizations: Management, Leadership &
Governance, 41(2), 95-105. https://doi.org/10.1080/23303131.2016.1222976

Oltmann, S. (2016). Qualitative interviews: A methodological discussion of the
interviewer and respondent contexts. Forum: Qualitative Social Research, 17(2),
1-16. https://doi.org/10.17169/fqs-17.2.2551

Olson, J. D., McAllister, C., Grinnell, L. D., Gehrke Walters, K., & Appunn, F. (2016).
Applying constant comparative method with multiple investigators and inter-
coder reliability. The Qualitative Report, 21(1), 26-42. Retrieved from
https://nsuworks.nova.edu/ tqr/vol21/iss1/3

Osula, B., & Ng, E. C. W. (2014). Toward a collaborative, transformative model of non-
profit leadership: Some conceptual building blocks. Administrative Sciences,
4, 87-104. doi:10.3390/admsci4020087

Ovans, A. (2015). What is strategy, again? Harvard Business Review, Volume(Issue),
page-page???. Retrieved from https://hbr.org/

Palinkas, L. A., Horwitz, S. M., Green, C. A., Wisdom, J. P., Duan, N., & Hoagwood, K.



159

(2015). Purposeful sampling for qualitative data collection and analysis in mixed
method implementation research. Administration and Policy in Mental
Health, 42(5), 533-44. doi:[10.1007/s10488-013-0528-y]

Pandita, D. & Ray, S. (2018). Talent management and employee engagement — a
meta-analysis of their impact on talent retention. Industrial and Commercial
Training, 50(4), 185-199. https://doi.org/10.1108/ICT-09-2017-0073

Pap-Thornton, D. (2016). Tackling heropreneurship. Stanford Social Innovation Review,
Volume(Issue), page-page???. Retrieved from https://ssir.org/

Parker, (2018). The science of qualitative research (2nd ed.). Cambridge, UK:
Cambridge University Press.

Patti, M. G., Schlottmann, F., & Sarr, M. G. (2018). The problem of burnout among
surgeons. Journal of the American Medical Association Surgery, 153(5), 403-
404. doi:10.1001/jamasurg.2018.0047

Pandey, S., & Sharma, D. (2014). Succession planning practices and challenges: Study of
Indian organizations. Procedia Economics and Finance, 11, 152-165.
https://doi.org/10.1016/S2212-5671(14)00185-3

Payne, R. A., Hovarter, R., Howell, M., Draws, C., & Gieryn, D. (2018). Succession
planning in public health: Addressing continuity, costs, and compliance.
Nurse Leader, 16(4), 253-256. https://doi.org/10.1016/j.mnl.2018.05.008.

Patton, M. Q. (2015). Qualitative research & evaluation methods (4th ed.). Thousand

Oaks, CA: Sage.



160

Pedersen, A., Sorensen, J., Babcock, T., Bradley, M., Donaldson, N., Donnelly, J. E., &
Edgar, W. (2018). A nursing leadership immersion program: Succession planning
using social capital. The Journal of Nursing Administration, 48(3), 168-174.
doi:10.1097/NNA.0000000000000592

Pemberton, S., & Searle, G. (2016). Statecraft, scale craft, and urban planning: A
comparative study of Birmingham, UK, and Brisbane, Australia. European
Planning Studies, 24(1), 76-95. https://doi.org/10.1080/09654313.2015.1078297

Percy, W. H., Kostere, K., & Kostere, S. (2015). Generic qualitative research in
psychology. The Qualitative Report, 20(2), 76-85. Retrieved from
https://nsuworks.nova.edu/tqr/

Peters-Hawkins, A. L., Reed, L. C., & Kingsberry, F. (2018). Dynamic leadership
succession: Strengthening urban principal succession planning. Urban
Education, 53(1), 26-54. https://doi.org/10.1177/0042085916682575

Petrenko, O. V., Aime, F., Ridge, J., & Hill, A. (2016). Corporate social responsibility or
CEO narcissism? CSR motivations and organizational performance. Strategic
Management, 37(2), 262-279. https://doi.org/10.1002/smj.2348

Polonsky, M. J., Grau, S. L., & McDonald, S. (2016). Perspectives on social impact
measurement and non-profit organizations. Marketing Intelligence & Planning,
34(1), 80-98. https://doi.org/10.1108/MIP-11-2014-0221

Pinz, A., & Helmig, B. (2015). Success factors of microfinance institutions: State of the

art and research agenda. Voluntas: International Journal of Voluntary and

Nonprofit Organizations, 26(2), 488-509. doi:10.1007/s11266-014-9445-2



161
Prabhupada, A. C. B. S. (2018). Bhaktivedanta vedabase. Los Angeles, CA: The

Bhaktivedanta Book Trust International.

Purvis, R. L., Zagenczyk, T. J., & McCray, G. E. (2015). What's in it for me? Using
expectancy theory and climate to explain stakeholder participation, its direction
and intensity. International Journal of Project Management, 33(1), 3-14.
https://doi.org/10.1016/j.ijproman.2014.03.003

Quinlan, C., Babin, B., Carr, J., & Griffin, M. (2019). Business research methods (2nd
ed.). Andover, UK: South Western Cengage.

Rayburn, W., Grigsby, K., & Brubaker, L. (2016). The strategic value of succession
planning for department chairs. Academic Medicine, 91(4), 465-468.
https://doi.org/10.1097/ACM.0000000000000990

Reichel, J. (2018). Succession of leadership position in non-governmental organizations:
Case studies. Journal of Corporate Responsibility and Leadership, 5(1), 86-104.
http://dx.doi.org/10.12775/JCRL.2018.005

Reid, M. F., Brown, L., McNerney, D., & Perri, D. J. (2014), Time to raise the bar on
nonprofit strategic planning and implementation. Strategy & Leadership, 42(3),
31-39. doi: 10.1108/SL-03-2014-0019

Renz, D. O. (2016). The Jossey-Bass handbook of nonprofit leadership and management.
Hoboken, NJ: Wiley

Renz, D. O., & Herman, R. (2016). Understanding nonprofit effectiveness. In D. O.
Renz & R. D. Herman (Eds.), The Jossey-Bass handbook of nonprofit leadership

and management (4th ed., pp. 274-292). Hoboken, NJ: John Wiley & Sons.



162

Rheinberg, F., & Engeser, S. (2018). Intrinsic motivation and flow. In J. Heckhausen
and H. Heckhausen (Eds.), Motivation and action, 579-622. Cham,
Switzerland: Springer.

Ridder, G. H. (2017). The theory contribution of case study research designs. Business
Research, 10(2), 281-305. https://doi.org/10.1007/s40685-017-0045-z

Richins, S. M. (2018). Succession planning in non-profit healthcare organizations. In P.
Gordon & J. A. Overbey (Eds.), Succession planning: Promoting organizational
sustainability (pp. 49-61). Cham, Switzerland: Springer.
https://doi.org/10.1007/978-3-319-72532-1 5

Roberts, G. (2015). Developing Christian servant leadership: Faith-based character
growth at work. New York, NY: Palgrave Macmillan.

Roghanizad, M., & Bohns, V. K. (2017). Ask in person. You’re less persuasive than you
think over email. Journal of Experimental Psychology, 69, 223-226.
doi:10.1016/j.jesp.2016.10.002

Rosenthal, J., Routch, K., Monahan, K., Doherty, M. (2018). The holy grail of effective
leadership succession planning: How to overcome the succession planning
paradox. Retrieved from
https://www?2.deloitte.com/insights/us/en/topics/leadership/effective-leadership-
succession-planning.html

Rothwell, W. J., Jackson, R. D., Ressler, C. L., Jones, M. C., & Brower, M. (2015).
Career planning and succession management: Developing your organization's

talent - for today and tomorrow (2nd ed.). Santa Barbara, CA: Praeger.



163

Rutgers (2019). Data and file destruction. Retrieved from https://orra.rutgers.edu/data-
and-file-destruction

Ryle, G. (1949). The concept of mind. London, UK: Hutchinson.

Salari, S., & Abedini, M. (2017). Examining the role of management succession planning
(MSP) in talent identification and empowerment of human capital in Hormozgan
University of Medical Sciences. Hormozgan Medical Journal, 21(2),119-128.
doi:10.29252/hmj.21.2.119

Samaraweera, D., Hamid, J. A., Khatibi, A. A., Azam, F., & Dharmaratne, 1. (2018).
Measuring burnout of human service workers: Testing the Copenhagen burnout
inventory in Sri Lankan context. European Journal of Education Studies, 4(12),
205-212. doi:10.5281/zenodo.1346395

Santora, J. C., & Bozer, G. (2015). How nonprofit organizations can ensure stability
and sustainability through succession planning: Make human resource a
strategic partner in the process. Strategic Human Resource Review, 14(6), 1-
1. doi:10.1108/SHR-09-2015-0069.

Santora, J. C. (2019). A response to global nonprofits’ succession failure.

Human Resource Management International Digest, 27(1), 7-
10. https://doi.org/10.1108/HRMID-09-2018-0181

Santora, J. C., Sarros, J. S., Bozer, G., Esposito, M., & Bassi, A. (2015). Nonprofit

executive succession planning and organizational sustainability: A preliminary

comparative study in Australia, Brazil, Israel, Italy, Russia, and the United States.



164

The Journal of Applied Management and Entrepreneurship, 20(4), 66-82.
doi:10.9774/GLEAF.3709.2015.se.00006

Santora, J. C., Sarros, J. C., & Esposito, M. (2014). Nonprofit founders and
succession: How to ensure an effective leadership handover. Development and
Learning in Organizations, 28(1), 16-19. doi:10.1108/DL0O-09-2013-0072

Santora, J., Bozer, G. & Kooskora, M. (2019). Views of Estonian nonprofit executives on
succession: Lessons from the field. Development and Learning in Organizations,
33(3), 5-8. https://doi.org/10.1108/DLO-08-2018-0098

Sargeant, A., & Day, H. (2018). 4 study of nonprofit leadership in the US and its
impending crisis. Retrieved from
https://concordleadershipgroup.com/report/download/

Sarma, S. K. (2015). Qualitative research: Examining the misconceptions. South Asian
Journal of Management, 22(3), 176-191. Retrieved from
http://www.sajmamdisa.org/

Saunders, B., Sim, J., Kingstone, T., Baker, S., Waterfield, J., Bartlam, B...

H., & H. & Jinks, C. (2018). Saturation in qualitative research: Exploring its
conceptualization and operationalization. Quality & Quantity, 52(4), 1893-1907.
https://doi.org/10.1007/s11135-017-0574-8

Saunders, M. N. K., & Townsend, K. (2016). Reporting and justifying the number of
interview participants in organization and workplace research. British Journal of
Management, 27(4), 836-852. https://doi.org/10.1111/1467-8551.1218

Selden, S. C., & Sowa, J. E. (2015). Voluntary turnover in nonprofit human service



165

organizations: The impact of high-performance work practices. Human Service
Organizations: Management, Leadership & Governance, 39(3), 182-207.
https://doi.org/10.1080/23303131.2015.1031416

Senses-Ozyurt, S., & Villicana-Reyna, N. (2016). Leadership characteristics and
volunteer retention in nonprofit organizations. The Journal of Nonprofit
Education and Leadership, 6(4), 350-374. doi:10.18666/JNEL-2016-V6-14-6521

Sharma, A. & Sengupta, T. (2018). Perspective on succession planning in multiple
MNC:s: Interview with Aparna Sharma. Human Resource Development
International, 21(4), 282-390. https://doi.org/10.1080/13678868.2017.1306770

Shatilwe, J. T., & Amukugo, H. A. (2016). The factors affecting the implementation of
succession planning in the ministry of health and social services (MOHSS),
Namibia. European Journal of Pharmaceutical and Medical Research, 3(7), 97-
109. Retrieved from http://www.ejpmr.com/

Sims, R. R., & Quatro, S. A. (2015). Leadership: Succeeding in the private, public, and
not-for-profit sectors. New York, NY: Routledge

Sirén, C., Patel, P. C., Ortqvist., D., & Wincent, J. (2018), CEO burnout, managerial
discretion, and firm performance: The role of CEO locus of control, structural
power, and organizational factors. Long Range Planning, 51(6), 953-971.
doi:10.1016/j.1rp.2018.05.002

Smith, B., & McGannon, K. R. (2018). Developing rigor in qualitative research:
Problems and opportunities within sport and exercise psychology. International

Review of Sport and Exercise Psychology, 11(1), 101-121.



166
https://doi.org/10.1080/1750984X.2017.1317357

Snowden, M. & Halsall, J. M. (2019). Mentorship, leadership, and research. Cham,
Switzerland: Springer

Sousa, B. J., & Clark, A. M. (2017). Getting the most out of academic conference
attendance: Five key strategies. International Journal of Qualitative Methods, 16,
1-2. doi: 10.1177/1609406917740441

Star, S., Russ-Eft, D., Braverman, M. T., & Levine, R. (2016). Performance measurement
and performance indicators: A literature review and a proposed model for
practical adoption. Human Resource Development Review, 15(2), 151-181.
https://doi.org/10.1177/1534484316636220

Stewart, H., Gapp, R., & Harwood, 1. (2017). Exploring the alchemy of qualitative
management research: Seeking trustworthiness, credibility, and rigor through
crystallization. The Qualitative Report, 22(1), 1-19. Retrieved from
https://nsuworks.nova.edu/tqr/

Subramony, M., Segers, J., Chadwick, C., & Shyamsunder, A. (2018). Leadership
development practice bundles and organizational performance: The mediating
role of human capital and social capital. Journal of Business Research, 83, 120-
19. https://doi.org/10.1016/j.jbusres.2017.09.044

Sulton, J., & Austin, Z. (2015). Qualitative research: Data collection, analysis, and
management. Canadian Journal of Hospital Pharmacy, 68(3), 226-231. Retrieved
from https://www.cjhp-online.ca/index.php/cjhp/index

Tafti, M., Mahmoudsalehi, M., & Amiri, M. (2017). Critical success factors, challenges



167

and obstacles in talent management. Industrial and Commercial Training, 49(1),
15-21. https://doi.org/10.1108/ICT-05-2016-0036

Tarmann, M. (2017). Small to medium enterprise succession planning: Millennial
employee development. (Doctoral dissertation). Retrieved from ProQuest.
(Accession no.10638733

Taylor, S., & Youngs, H. (2018). Leadership succession: Future-proofing pipelines. The
Journal of Deaf Studies and Deaf Education, 23(1), 71-81.
https://doi.org/10.1093/deafed/enx037

Tebbe, D., Stewart, A. J., Hughes, M. B., & Adams, T. (2017). Executive succession:
closing the gap between ideals and practice. Journal of Nonprofit Education and
Leadership, 7(4), 338-345. doi:10.18666/INEL-2017-V7-14-8640

Tichy, N. M. (2015). Succession: The need for radical transformation. HR People &
Strategy, 38(2), 8-10. Retrieved from
https://www.hrps.org/pages/default.aspx

Torry, M. (2017). Managing God’s business: Religious and faith-based organizations
and their management. London, UK: Routledge.

Townsend, L., Wallace, C., Smart, A., & Norman, T. (2016). Building virtual bridges:
How rural micro-enterprises develop social capital in online and facel 'to[ ! face
settings. Sociologia Ruralis, 56(1), 29-47. https://doi.org/10.1111/soru.12068

Travers, M. (2019). Qualitative interviewing methods: Uncovering social meaning
through interviews. In M. Walters (Ed.), Social research methods (pp. 265-293).

Docklands, Australia: Oxford University Press.



168

University of Phoenix (2015). IRB corner: Field testing, pilot studies, and IRB review
timings. Retrieved from https://research.phoenix.edu/news/irb-corner-august-2015

University of Virginia (2019). Retention of research records and destruction of data.
Retrieved from
https://www?2.virginia.edu/vpr/irb/sbs/resources guide data retention.html

USAID (2019). Office of food for peace. Retrieved from www.usaid.gov

Valentine, S. R., Meglich, P. A., Mathis, R. L., & Jackson, J. H. (2017). Human resource
management (16th ed.). Boston, MA: Cengage.

Valentinov, V., & Vacekova, G. (2015). Sustainability of rural nonprofit organizations:
Czech Republic and beyond. Sustainability, 7(8), 9890-9906.
do0i:10.3390/su7089890

Vantilborgh, T., & Puyvelde, S. V. (2018). Volunteer reliability in nonprofit
organizations: A theoretical model. Voluntas: International Journal of Voluntary
and Nonprofit Organizations, 29(1), 29-42.
https://doi.org/10.1007/s11266-017-9909-2

Victor, A. (2017). Understanding financial value of cloud-based business applications: A
phenomenological study (Doctoral dissertation). Retrieved from ProQuest.
(Accession no. 10255983).

Vidotto, J., Ferenhof, H., Selig, P. & Bastos, R. (2017). A human capital measurement
scale. Journal of Intellectual Capital, 18(2), 316-329.
https://doi.org/10.1108/JIC-08-2016-0085

Vrenthas, C., Freiwirth, J., Benatti, J., Hill, C., & Yurasek, A. (2018). Bridging the divide



169

between the research and practitioner sectors: A new collaborative initiative
between the alliance for nonprofit management and the association for research
on nonprofit organizations and voluntary action pracademics section. The Journal
of Nonprofit Education and Leadership, 8(1), 93-103.
doi:10.18666/JNEL-2018-V8-11-8336

Vroom, V. H. (1964). Work and motivation. Oxford, England: Wiley

Walcott, H. (2016). Ethnography lessons: A primer. New York, NY: Routledge

Walther, A., Calabro, A., & Morner, M. (2017). Got a plan in the pipeline?
Nominating committee’s information processing in executive successions.
Management Decision, 55(10), 2200-2217. https://doi.org/10.1108/MD-07-
2016-0479

Wang, H., Tong, L., Takeuchi, R., & George, G. (2016). Corporate social responsibility:
An overview and new research directions. Academy of Management Journal,
59(2), 534-544. https://doi.org/10.5465/am;.2016.5001

Wenzel, R. (2017). Learning for purpose: Challenges and opportunities for human
capital development in the social sector. In S. Tirmizi & J. Vogelsang (Eds.),
Leading and managing in the social sector (pp. 113-137). Cham, Switzerland:
Springer.

Weisblat, I. A. (2018). Literature review of succession planning strategies and tactics. In
P. A. Gordon & J. A. Overbey (Eds.), Succession planning: Promoting
Organizational sustainability (pp. 11-22). Cham, Switzerland: Springer.

Wheelen, T. L., Hunger, J. D., Hoffman, A. N., & Bamford, C. E. (2015). Strategic



170

management and business policy: Global innovation, and sustainability. Essex,
UK: Pearson Education Limited.

Wilkinson, C., Mackenzie, S., & Smith, K. (2019). Faces of Merseyside: Exploring
cognitive bias through facial averages. Leonardo Music Journal, 1-12.
https://doi.org/10.1162/leon_a 01747

Williams, R. 1., & Mullane, J. (2019). Family leadership succession and firm
performance: The moderating effect of tacit idiosyncratic firm
knowledge. Knowledge & Process Management, 26(1), 32-40.
https://doi.org/10.1002/kpm.1594

Willig, C., & Rogers, W. S. (2017). The Sage handbook of qualitative research in
psychology (2nd ed.). Los Angeles, CA: Sage.

Wilson, V. (2018). Succession planning models, conceptual maps: Ethical considerations
and best practices. In P. A. Gordon & J. A. Overbey (Eds.), Succession
planning: Promoting organizational sustainability (pp. 199-211). Cham,
Switzerland: Springer

Wiltshire, K., Malhotra, A., & Axelsen, M. (2018). Transformational leadership and not-
for-profits and social enterprises (1st ed.). New York, NY: Routledge.

Wood, A., Logar, C. M., & Riley, W. B. (2015). Initiating exporting: The role of
managerial motivation in small to medium enterprises. Journal of Business
Research, 68(11), 2358-2365. https://doi.org/10.1016/j.jbusres.2015.03.043

Word, J. E. A., & Sowa, J. E. (2017). The nonprofit human resource management

handbook: From theory to practice. New York, NY: Routledge.



171
Yin, R. K. (2016). Qualitative research from start to finish. New York, NY: Guilford

Publications.

Yin, R. K. (2018). Case study research and applications: Design and methods. Thousand
Oaks, CA: Sage.

Zang, J., Zhou, M., & Zhang, J. (2016). The interactive effects of personality and burnout
on knowledge sharing among teachers. Social Behavior and Personality: An
International Journal, 44(8), 1267-1280.
https://doi.org/10.2224/sbp.2016.44.8.1267

Zhang, X. C., Kuchinke, L., Wound, M. L., Velten, J., & Margraf, J. (2017). Survey
method matters: Online/offline questionnaires and face-to-face or telephone
interviews differ. Computers in Human Behavior, 71, 172-180.

https://doi.org/10.1016/j.chb.2017.02.006



172

Appendix A: Interview Questions
What effective succession planning strategies do you implement in achieving
organizational goals and mission?
What succession planning strategies, if any, work best to achieve
organizational goals and mission?
How does the implementation of succession planning strategies help faith-
based nonprofit leaders in your organization to attain organizational goals and
mission?
What would you like to add, if any, that would be helpful in implementing
succession planning strategies to enable success in achieving faith-based

nonprofit goals and mission?
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Appendix B: E-mail Invitation for Research Participation - Transcript.
Hi,

I hope this email finds you well. I am reaching out to invite you to participate in a
research that seeks to understand the succession planning strategies of faith-based
nonprofit leaders. The research will be conducted by Vasudev Das, a doctoral student of
Walden University. You will be interviewed for about 35 minutes as part of the data
collection process of the research.

Your answers to the interview questions will be incorporated in the study and will
help the researcher understand effective succession planning strategies that faith-based
nonprofit leaders in New York and Maryland implement, to facilitate success in
achieving organizational goals and mission. The required age of interested participants is
18 years old or over.

Should you be interested to participate in the study, kindly review the attached
consent form and provide your consent for participation with the annotation, “I consent.”
Thank you.

Sincerely,
Vasudev Das

Doctoral Student
Walden University
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Appendix C: Interview Protocol

Succession Planning Strategies

Date, time, location

Interviewee number

Step 1

Introduction

Hi, my name is Vasudev Das. I
appreciate your voluntary acceptance to
participate in this interview.

Step 2

Purpose

I want to ask a few questions relating to
effective succession planning strategies
you’ve implemented to attain
organizational goals and mission success.

Step 3

Describe the rationale for
participation

Your participation serves as a means for
the provision of practical knowledge for
faith-based nonprofit leaders to utilize as
a guide for successful succession
planning strategies in attaining
organizational goals and mission.
Besides, interview participation enables a
partial fulfillment for the Doctor of
Philosophy at Walden University.

Step 4

Describe the benefit of
participating in the
interview

The study’s benefit hinges on gaining
deeper understanding of succession
planning strategies for sustainable faith-
based nonprofits.

Step 5

Discuss ethics

Protection of participants’ privacy is
essential in this interview. I seek
permission to record the interview.

Step 6

Discuss confidentiality

The interview content will be
confidential. Data will be subject to
password protection. After five years, the
interview data will be subject to
destruction. The interview data will
solely be for the study.

Step 7

Ask if the participant has
any question

Do you need clarification of any points
discussed?

Step 8

Transition to interview
questions

We will now start the semi-structured
interview.
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Step 9

Conduct the interview

Ask probing questions as
required.

1. What effective succession
planning strategies do you
implement in achieving
organizational goals and mission?

2. What succession planning
strategies, if any, work best to
achieve organizational goals and
mission?

3. How does the implementation of
succession planning strategies
help faith-based nonprofit leaders
in your organization to attain
organizational goals and mission?

4. What would you like to add, if
any, that would be helpful in
implementing succession
planning strategies to enable
success in achieving faith-based
nonprofit goals and mission?

Step 10

Wrap up

Thank you for participating in the
research interview. I want to schedule a
day for member checking for you to
review the interview data and analysis to
ensure accuracy and resonance with your
perceptions. Would you like me to
contact you for any clarification if the
need arises? Do you prefer any method of
communication?

Thank you for volunteering to participate
in the member checking process.
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Field Test

Succession Planning Strategies in Faith-based Nonprofits: A Comparative Case Study
by

Vasudev Das
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Field Test

Field tests are strategies for checking the validity of a data collection instrument
(University of Phoenix, 2015). The field test entails giving the study’s research questions,
purpose statement, and specific problem along with the interview questions, to two
management experts on nonprofit leadership to provide feedback on the appropriateness
of the interview questions (Budworth, Latham, & Manroop, 2015). In the inquiries
section below, I ask whether the interview questions are understandable and can be used
to answer the research questions. I also ask whether the questions are appropriate given
the design and the participants.
Research Questions

The overarching research question that will serve as guidance in this qualitative
comparative study is: How do the succession planning strategies of faith-based nonprofit
leaders in Maryland and Pennsylvania compare in their ability to achieve organizational
goals and their mission?

The sub-questions are:

1. What effective succession planning strategies do faith-based nonprofit leaders
implement in achieving organizational goals and mission?

2. How does the implementation of succession planning strategies help faith-
based nonprofit leaders to successfully attain organizational goals and
mission?

3. What succession planning strategies, if any, work best to achieve

organizational goals and mission?
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Purpose of the Study

The purpose of this proposed qualitative study, using a comparative case study
design, is to compare the effective succession planning strategies that faith-based
nonprofit leaders in Maryland and Pennsylvania implement to enable success in
achieving organizational goals and mission.
Specific Problem

The specific problem is that faith-based nonprofit leaders often do not implement
effective succession planning strategies to enable success in achieving organizational
goals and mission (Barton, 2019).
Interview Questions

1. What effective succession planning strategies do you implement in achieving
organizational goals and mission?

2. What succession planning strategies, if any, work best to achieve
organizational goals and mission?

3. How does the implementation of succession planning strategies help faith-
based nonprofit leaders in your organization to attain organizational goals and
mission?

4. What would you like to add, if any, that would be helpful in implementing
succession planning strategies to enable success in achieving faith-based
nonprofit goals and mission?

Inquiries

1. Are the interview questions for the study understandable?
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2. Can the interview questions be used to answer the research questions?
3. Are the interview questions appropriate, given the design?
4. Are the interview questions appropriate, given the prospective participants of

the study?
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