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2 Introduction 

In recent decades there has been a vast interest in studying volunteering; manifold aspects from 

different research perspectives have been explored (Hustinx et al., 2010). A central debate in the 

strategy- and organization-based literature stream is how volunteer management can be further 

developed in order to enhance today´s volunteers´ satisfaction. Changes in the socio-economic 

system and correspondingly altered motivations of volunteers require that voluntary 

organizations reconsider their relations, interactions and behaviors in managing volunteers in 

order to improve their satisfaction (c.f. Hustinx & Lammertyn, 2003; Dolnicar & Randle, 2007; 

Safrit & Schmiesing, 2012).  

Volunteering is a complex phenomenon, though. It encompasses various activities, organizational 

settings, types of volunteers etc. Volunteering is at least partly elusive; there is not one particular 

nature of volunteering (Hustinx et al., 2010, p. 73). Hence, volunteer management as well as 

research in volunteer management has to address this multifaceted nature. One approach to 

capture this diversity is to examine managerial parameters which constitute volunteer 

management. Managerial parameters are constitutive, provided they primarily determine the 

design of managerial activities, practices, processes etc.  

Hence, this paper argues that a promising way for developing volunteer management is to 

identify and analyze the underlying managerial parameters. In a next step, one can classify these 

parameters to various types of volunteer management. By illustrating different types of volunteer 

management, the nature of volunteer management becomes better comprehensible as well as the 

understanding referring its operations is deepened and better structured.  

Yet, despite an enormous progress in volunteer management research a significant gap is missing 

with regard to managerial parameters of volunteer management. Only a few scholars dedicate 

their interest to the analysis of parameters respectively principles in volunteer management, 

particularly discussing the appropriate degree of managerialism, formalization or 

professionalization etc. (cf. Hill & Stevens, 2011; Kreutzer & Jäger, 2011; Smith, 1996; Priller & 

Zimmer, 1999). These principles differ from the parameters addressed in this paper. The former 

mostly refer to the appropriate normative alignment or rather discuss the normative foundation of 

volunteer management but they explicitly lack the design of management practices, processes etc. 

Nevertheless a small amount of literature deals with managerial parameters. However, these 

parameters only refer to selected issues of volunteer management, such as HR management and 

do not address comprehensively volunteer management. Worth mentioning are f.e. parameters 

constituting HR strategies according to Eckhardstein & Mayerhofer (2003) or the parameters 

according to Reifenhäuser & Reifenhäuser (2013, p. 16) which describe different organizational 

types of volunteer management. Due to their limited scope, these parameters cannot be used for 

the purposes of this paper. In short, there is only limited research dealing with parameters which 

primarily determine the design of volunteer management´s activities, processes and practices.  
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Furthermore, the paper suggests that the identification of the underlying parameters of volunteer 

management essentially draws on the volunteer managers´ expertise and experience because they 

are the ones who can best capture the nature of “their” volunteer management approaches.  

Thus, this paper aims at empirically identifying parameters constituting current volunteer 

management approaches by interviewing volunteer managers. This should finally result in a 

typology, a scheme for classifying volunteer management approaches. As previously mentioned, 

such a typology provides valuable insight in the work modes of volunteer management; it 

systematizes volunteer management. Furthermore it can serve practitioners as a useful basis for 

analyzing their current volunteer management practices respectively for optimizing them.  

Subjects of research are Austrian nursing homes. They are important representatives of the 

NPO´s social sector (Badelt, 2002). Data originates from 11 semi-structured interviews with 

volunteer managers of these organizations.  

For this purpose the paper is organized as follows: Next section introduces a conceptual 

foundation of volunteer management; followed by explanations regarding the applied method and 

sample. Chapter 3 provides the empirical findings illustrated in form of a tabular synopsis as well 

as in form of a description of each volunteer management type. The final section concludes with 

a brief discussion including the study´s contribution, its limitations and implications for further 

research.  

3 How to capture volunteer management?  

For identifying parameters which constitute volunteer management, knowledge regarding the 

“content” – the elements volunteer managements may consist of – is necessary because these 

elements represent the basis for deducing parameters. For this purpose publications dealing with 

different conceptualizations of volunteer management have been analyzed. 

Volunteer management has been conceptualized and defined in manifolds ways (c.f. Safrit & 

Schmiesing, 2012; Wilson, 2012). Predominantly, volunteer management is discussed from a 

managerial point of view highlighting processes and tools for volunteer management (Naylor, 

1967; Boyce, 1971; Brudney, 1990; Fisher & Cole, 1993; McCurley & Lynch, 1997; Connors, 

1995, 2012). Safrit & Schmiesing (2012, p. 16) claim that most of these concepts are similar, 

only differing from the wording respectively the composition of specific elements. 

A detailed analysis shows that conceptional work with reference to volunteer management is 

mainly varying regarding the relation between program management and HR management. F.e. 

Naylor´s (1967) concept which is based on the components: inventory of jobs, inventory of 

volunteers, recruitment plan, selection and placement process, induction and supervision, 

comprehensive and unified training program, provision for volunteer mobility largely emphasizes 

program management. Similarly, Brudney´s (1990) concept including designing/organizing 

programs, attracting/retaining, planning/managing volunteer programs, evaluating cost 

effectiveness, improving service quality and impact, encouraging volunteers´ involvement mainly 
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focuses program management. There are also numerous empirical papers concentrating on 

program management. However, these papers only deal with selected aspects of volunteer 

management and not with volunteer management comprehensively. They mostly indicate best 

practices or ways for optimizing these aspects, activities or processes (for recruitment see i.a. 

Hager & Brudney, 2011; Wymer & Shields, 2009; Boezeman & Ellemers, 2008; Starnes, 2001; 

Bennetta, & Kottasza, 2001; for retention/motivation see i.a. Garner & Garner, 2011; Welty 

Peachey et. al., 2014; Nichols et al., 2014; Newton et al., 2014; Hidalgo & Moreno, 2009; for 

evaluating/performance management see i.a. Doherty & Hoye, 2011; Grube & Piliavin, 2000; 

Cnaana & Cascio, 1998; Utterback & Heyman, 1984).  

However, other scholars stress HR management (Boyce, 1971; Safrit et al., 1994; Culp III et al., 

1998; Cuskelly et al., 2006). I.a. Boyce (1971) introduces volunteer management as leadership 

process consisting of the phases: Identification, selection, orientation, training, utilization, 

recognition, and evaluation. Similar to this is the GEMS-Model. GEMS is an acronym for 

generating, educating, mobilizing, and sustaining (Culp III et al., 1998).  

Other scholars closely link the two perspectives and provide a volunteer management approach 

consisting of program and HR respectively leadership elements (Fisher & Cole, 1993; McCurley 

& Lynch, 1997; Connors, 1995, 2012).  

Based on this analysis one can identify two crucial ”logics”. Volunteer management is either 

considered as organizational support system – accordingly system-related practices are 

predominant – or it is more intensively dedicated to individuals respectively their needs. Thus, 

one parameter for classifying volunteer management could be defined as the main reference 

figure of managerial practices which determines, if the activities are either more system-related, 

individuals-related or both.  

The review of volunteer management literature also shows that volunteer management is often 

illustrated as cyclical process with sequential phases. Scholars primarily rely on the phases of 

organizational membership or the volunteers´ socialization process (Haski-Leventhal & Bargal, 

2008; Omoto & Snyder, 1995, 2002; Kaltenbrunner, 2010; Esslinger et al., 2013). Exemplary, 

Haski-Leventhal & Bargal (2008) propose the VSTM model (volunteer socialization and 

transitions model) which is based on five stages. These five stages are: Nominee, new volunteer, 

emotional involvement, established volunteering, and retiring. In general, this view proposes that 

the needs of volunteers are changing depending on the stage of socialization. To enhance 

volunteers´ satisfaction, management has to consider these varying needs. Also, socialization 

process or at least any other form of considering the varying volunteers´ needs could represent a 

further interesting parameter.    

Another literature vein focuses on single issues such as antecedents, moderators or other 

contingency factors, e.g. work place characteristics, leadership, team aspects, resources, 

personality or/and psychological constructs (motivation, role identity, involvement or 

commitment etc.) examing their interdependencies, relations or effects on volunteer management 

(for organizational context see i.a. Penner, 2002; Omoto & Snyder, 2002; Neufeind et al., 2013; 
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for motivation see i.a. Clary et al., 1996; Dolnicar & Randle, 2007; Garner & Garner, 2011; for 

commitment see i.a. Dawley et al., 2005; McCudden, 2000; Cnaan & Cascio, 1999). However, 

due to their lack of a holistic view of volunteer management no further parameters can be 

deduced.  

Finally, volunteer management literature was analyzed with respect to typologies and/or 

classification schemes; the review showed no results, though. To the author´s knowledge 

literature does not provide typologies dealing with managerial parameters. This stresses the 

importance for the intended study. 

Overall, it can be concluded that volunteer management literature provides valuable indications 

for identifying managerial parameters. Following literature-based parameters have been deduced: 

First, managerial practices can be differentiated, whether they are more system-related or 

individual-related. Secondly, the socialization process or any other form of considering the 

varying volunteers´ needs can serve as point of reference for designing managerial practices. 

Although these parameters seem to provide an appropriate foundation for the empirical study, 

they are still vague. Empirical findings will complement and refine these parameters.  

4 Study 

4 . 1  S e t t in g  

As previously mentioned, subject of research are nursing homes located in different federal states 

of Austria. Nursing homes are an interesting field for exploring volunteer management due to 

several reasons: First of all because, there have been some public initiatives for standardizing 

volunteer management recently, particularly in the publicly owned nursing homes. This may 

indicate a certain extent of “diversity” in the current approaches. Secondly, the interest in these 

organizations is based on the fact that volunteer management in nursing homes is generally 

considered to be in a period of transition. Due to an increasing number of clients as well as due to 

a growing but unmet need for human resources, nursing homes yearn for more volunteers. An 

increased number of volunteers with various expectations, however, demands adjusted ways of 

management. 

4 . 2  S a mpl e  and  met h od  

To explore the underlying parameters of volunteer management currently applied in nursing 

homes, an exploratory research design was chosen. The chosen design can be particularly 

underpinned by the fact that – as previously mentioned – managerial parameters are hardly not 

discussed in literature as well as there are no volunteer management typologies based on such 

managerial parameters.  

For data collection semi-structured, face-to-face interviews were conducted with 11 volunteer 

managers of different nursing homes. An interview guide that contains a list of questions related 
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to the managerial parameters was developed to facilitate the interviews. The interviews lasted 

between 35 and 60 min. Each interview was audio taped and transcribed. The organizations 

respectively the respective volunteer managers were selected on basis of theoretical sampling 

(Glaser & Strauss, 1967, 1978, 2009). In contrast to random sampling which aims at being 

representative of a population or testing hypotheses, theoretical sampling focuses on collecting 

data that will optimize concepts in terms of their properties and dimensions. It also focuses on 

uncovering common features, variations or relationships. In short, it does not strive for sampling 

(representative) individuals but sampling concepts. Hence, those individuals were interviewed 

who provide information about the concept (sub-concept) under analysis. Data analysis in general 

relies on a mixed approach combining deductive and inductive elements. The codes – thematic 

units were used for coding – were deduced theoretically, considering the findings of the literature 

review. Themes, though, were also identified from the transcript. This way, new codes were 

developed and existing codes were modified. Qualitative content analysis according to Mayring 

(2008) serves as methodical basis. 

 

4 . 3  E mpi r ica l  F ind in gs  

Data analysis resulted in the identification of different parameters. As noted above, some 

parameters were deduced from the literature review: 

One of them is the parameter “main reference figure” which indicates the basis, managerial 

practices are aligned to; whether they are more system-related, individual-related or both. In this 

context, recruiting, selection, onboarding and a basic training necessary for carrying out the 

voluntary work represent the system-related practices. The dimension “individual-(or team-

related) practices” is represented by honoring, team building, training as “incentive”, and 

leadership activities.  

Additionally, the parameter “main reference figure” provides the basis for deducing another 

parameter. This is the “focus” of the respective type of volunteer management. Focus refers to 

the superior policy, the various types of volunteer management pertain to. In this study, this is 

volunteer mobilization or a combination of volunteer mobilization and retention.  

According to literature analysis, “socialization process” represents a further possible parameter. 

It was not possible to identify this parameter in the study, though. However, there was a small 

indication that varying needs are considered (at least partially). Thus, this criterion was rejected 

as “stand-alone” parameter. However, the issue of varying needs was considered implicitly in the 

typology. It was integrated in the parameter focus, and therefore analyzed whether particularly 

retention practices are designed undifferentiated (basic assumption: non-varying needs) or 

differentiated (basic assumption: varying needs).  

Besides the parameters main reference figure and focus, “coordination logic” was developed 

inductively as further parameter. Coordination logic characterizes how the managerial practices 

are linked to each other and how they are adjusted vertically (across hierarchies). Activities can 
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appear as single initiatives, as coordinated initiatives, the later are mostly routines, or even as 

program. Vertical adjustment is made by applying feedback-, ad-hoc- or feed-forward-

coordination. 

For configuring the various types of volunteer management, in a first step, those managerial 

practices were identified which were existent in all volunteer management types in term of basic 

elements. Followed by identifying the differences (categorized by the parameters) between the 

various types.   

Based on these parameters, the study finally revealed three types of volunteer management: 

Volunteer administration, volunteer coordination and volunteer management (see table 1). In 

short, volunteer administration represents a volunteer management approach which is primarily 

focused on mobilizing volunteers. This includes recruiting new volunteers as well as keeping 

volunteers ready for use. In this context, volunteers are mainly regarded as enablers of the 

operation system without any certain needs. Volunteer coordination aims at both, mobilizing and 

retaining volunteers. In contrast to volunteer administration, management practices of volunteer 

coordination are designed to meet the organizational objectives as well as the volunteers´ needs. 

The consideration of volunteers´ needs is rather general in terms of marginally customized. 

Volunteer management exactly addresses this deficiency by adjusting its management practices to 

the varying volunteers´ needs.  

 

 Volunteer administration Volunteer coordination Volunteer management 

Focus Mobilization 
Mobilization 

Undifferentiated retention 

Mobilization 

Differentiated retention 

Reference 

figure 
System-related practices  

System-related practices  

 

Individual & team-related 

practices (non-varying) 

System-related practices  

 

Individual & team-related 

practices (varying) 

Coordination 

logic 

 

Single & selected 

coordinated initiatives 

 

Feedback & ad-hoc-

coordination 

 

Self-adjustment 

Single & coordinated initiatives  

 

Feedback- & partial feed 

forward-coordination 

 

Self-adjustment  

(program) 

(not observable yet) 

Figure 1: Typology of volunteer management approaches 

 

Overall, it can be said that the analyzed nursing homes mainly apply volunteer administration and 

volunteer coordination. These are the most common types. Data analysis also revealed that there 

are single initiatives and practices which can be assigned to the third type, volunteer 
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management. An encompassing implementation of this volunteer management type is not 

existent so far.   

 

4.3.1 Volunteer administration 

Superior policy (focus) of volunteer administration is to mobilize volunteers. Mobilization 

encompasses both, recruiting new volunteers as well as keeping “existent” volunteers ready for 

use. Hence, main purpose of volunteer administration is to serve organizational purposes; that is 

to guarantee the quantitative and qualitative availability of volunteers. Voluntary work in general 

is considered to be a “support system” of the nursing homes.  

“[Volunteers] fulfill tasks which are basically not aligned to nursing care. These 

[task areas] are indispensable for the [elderly people´s] quality of live and this way 

also indispensable for achieving the nursing home´s objectives.” (N1, p. 17) 

Volunteer administration mainly focuses on system-related managerial practices. These are 

recruitment, selection, onboarding and training, as far it is necessary for carrying out the 

voluntary work. Managerial practices do not explicitly pertain to volunteer retention. This means 

they are carried out neither intentionally nor systematically with regard to retention. 

Nevertheless, there are some practices, e.g. rudimentary honoring activities. Leadership is mainly 

about the instruction and coordination of volunteers and does not cover leadership functions such 

as motivating, coaching or integrating etc.  

“Volunteers work very independently and reliably. […] The volunteer coordinator 

consider himself to be a coordinator and not to be a departmental manager.“ (N1, p. 

14)  

In volunteer administration, there is no alignment to long-term concepts or objectives:  

“Volunteer management does neither refer to [the nursing home´s] mission 

statement, nor to any specified objectives or strategies; it is quite loosely 

[organized].” (N1, p. 16) 

Thus, volunteer administration is mainly characterized by ad-hoc-coordination. Decisions and 

corresponding initiatives are mostly based on (specific) occasions. Volunteer administration is 

also associated with feedback-coordination in terms of responding to problems or deviations; i.a. 

after having identified a miss-matching between volunteer and client, volunteer manager thinks 

of changing onboarding initiatives. 

Most initiatives are single initiatives and are not coordinated with each other. There is only a 

minimum coordination regarding recruiting. Nursing homes use certain routines, especially 

regarding selecting and onboarding. 

If coordination between different managerial practices (e.g. recruiting and onboarding) is 

required, this is done by self-adjustment but not via plans or programs.  
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“The primary interface [in volunteer management] is represented by the person who 

coordinates the volunteers.” (S2, p. 2) 

In short, coordination in volunteer administration is predominantly ad hoc, not long-term based, 

slightly systematic and based on single initiatives. 

In detail, managerial practices can be characterized, as follows: Recruitment occurs quite 

spontaneously and not systematically, mostly via viral communication (word-to-mouth 

advertising). This is followed by admission interviews. Onboarding is mostly done very 

individually by the nursing staff. Also, job inventory is neither designed pro-actively nor 

systematically. New tasks come up mostly coincidently; they are “implied” from various 

stakeholders such as volunteers, elderly people etc. Trainings are done, provided they are 

necessary for carrying out the job. There is no training plan or program, though (Kaltenbrunner, 

2013). 

 

4.3.2 Volunteer coordination 

Volunteer coordination aims at both, mobilizing and retaining volunteers. This goes in line with 

using system-related as well as individual-/team-related practices. The individual-/team-related 

practices are: leadership, teambuilding, and honoring practices. By applying these practices, 

volunteers´ needs are much better taken into account than in volunteer administration. Especially, 

leadership philosophy differs in contrast to volunteer administration. Leadership is more 

intensively about supporting respectively carrying for the volunteers. Leaders are asked to foster 

motivation and cooperation. Moreover, a set of training options, e.g. supervision, coaching etc., is 

provided but volunteers are mostly not asked to complete a defined training program. Leaders 

also provide the volunteers with professional support. 

Nevertheless, managerial practices are not optimally customized to the volunteers´ needs because 

the same practices are applied to all volunteers and do not consider, how long they are members 

of the organization. Hence, volunteer coordination “only” provides an undifferentiated retention. 

Even if, many managerial practices are based on ad hoc decisions, overall proceedings are 

considered to be more long-term oriented than in volunteer administration. Particularly, this is 

due to an enhanced alignment to normative tools, such as vision, mission or mission statement.  

“The volunteers´ tasks are quite well aligned to the mission statement [...]. This 

effects the elderly people because it is harmonic. (O2, p. 16) Certain training 

concepts are adjusted to the [training] concepts of the full-time employees.” (O1, p. 

16) 

Occasionally volunteer managers define objectives, e.g. they assess, how many new volunteers 

are needed.   

“[Volunteer management] is based on both [strategic and operative objectives] with 

an emphasis on operative objectives; there are superior strategic objectives, though. 
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(O1, p. 14). [Volunteer management] is mainly characterized by operative planning; 

there is an overall annual program.” (O2, p. 14) 

Hence, feedforward coordination in terms of a step-by-step concretization of principles and 

norms is at least partially enhanced. Additionally, feedback coordination is also applied.  

Coordination is characterized by single initiatives as well as by coordinated initiatives; the later 

ones are more frequently used than in volunteer administration. In particular, recruitment, 

selection, onboarding, and (partly) training are better synchronized. Moreover, coordination 

becomes more systematically by relying on standards and guidelines, e.g. regarding selection or 

onboarding. Thus, also coordination via programs takes place. Finally, indications for 

coordination via self-adjustment, in terms of occasional as well as thematic interaction, have been 

identified.  

In sum, managerial practices of volunteer coordination are more comprehensive as well as more 

elaborate. E.g. nursing homes organize recruiting-days, use posters or commercial advertisements 

in their in-house magazines, local or municipal newspapers, etc. Viral communication (word-to-

mouth advertising) still represents the primary recruitment tool. Selection is based on a guideline-

based admission interview; followed by onboarding activities and finally finished by signing a 

volunteer agreement. Worth mentioning is, that onboarding is not regarded as “singular act” but 

as process with following elements: E.g. admission interview, time of probation, and final 

interview where either the cooperation is changed, terminated or continued.  

„Folders are used for recruitment but that does not work well; it is better to contact 

them personally. This is followed by an admission interview, time of probation, [...] 

and a mutual agreement (O2, p. 8). Recruitment is defined as process [starting with] 

an interview to assess the volunteer´s qualification – we are seeking specific 

volunteers for specific elderly people; after the first contact between volunteer and 

home resident there is a feedback interview; the cooperation is either continued or 

terminated. Sometimes the task area is adapted.“ (O3, p. 8) 

4 . 4  V o lun teer  Man ag emen t  

Comparable to volunteer coordination, volunteer management aims at volunteer mobilization as 

well as retention. This includes both, system-related practices and practices focusing on 

individuals or groups. In contrast to volunteer coordination, volunteer management is supposed to 

consider that volunteers´ needs are varying. 

As previously mentioned (chapter 3.3), no indications could be found, that managerial practices 

are aligned to the volunteers´ socialization process (i.a. introduction, growth, maturity, and 

decline). An enhanced attention is paid to onboarding (introduction), though.  

Particularly at the beginning [the volunteer coordinator] has many conversations 

(feedback); there are team meetings; she accompanies the volunteers.” (N2, p. 11)  
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Even if, the practices are not adapted to the different phases of socialization, volunteer 

management is better customized to the volunteers´ needs. Primarily, this occurs by offering 

mentoring to the volunteers. Mentoring can address the varying needs very well. 

Volunteer manager are also aware that volunteers of different ages need different jobs; e.g. they 

provide students with project work.  

Leadership seems to be even more comprehensive. 

“The volunteer coordinator can be contacted at all the times. She/he continuously 

accompanies the volunteers and supports the volunteers actively. (N2, p. 12)  

Training is increasingly adapted to the volunteers´ needs.  

„There is a training program – volunteers have a training passport. The introduction 

period is quite short; training takes the strengths of the volunteers into account.” 

(N2, p. 11) 

In contrast to volunteer coordination volunteer management relies on an enhanced coordination 

respectively adjustment, particularly via an overall concept.  

“Key success factor of [volunteer management] is a proper concept (including 

recruitment, staffing, training, teambuilding etc.) because this creates stability.” (S1, 

p. 23) 

Experts´ opinions differ, though, what refers to the “ideal planning horizon”. Some Experts argue 

that there is, some say there is no respectively rarely any need for an intensified long-term 

planning. Comparable to volunteer coordination, managerial activities refer at least to a common 

superior principle, target, or to a project etc.  

Activities of volunteer management are in accordance with the nursing home´s 

vision; [Activities] are often coordinated by use of projects, particularly what 

concerns training and recruitment. (S1, p. 16) We are about to create a new vision 

and mission. This should consist of an overall vision and mission and particular ones 

for volunteers.” (N2, p. 16) 

In summary, this study revealed, that there are single initiatives and practices which can be 

assigned to this approach. However, volunteer management is not yet implemented 

comprehensively. F.e. job inventory could also be aligned to socialization process by creating 

particular jobs for short, middle and long-term volunteers. Moreover honoring activities could 

refer to the different stages of socialization process.  

 

5 Conclusion 

This paper aimed at developing a typology of volunteer management approaches of Austrian 

nursing homes. This seems to be important for various reasons: First of all, it represents a 
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technique to capture the varietity of applied volunteer management approaches. By illustrating 

the underlying logics of volunteer management, the understanding of volunteer management is 

deepened and better structured. Secondly, such a typology provides valuable insights in the work 

modes of volunteer management. This way it can serve practitioners as useful basis for analyzing 

their current volunteer management practices respectively for optimizing them. 

To define the typology, an exploratory research design, based on 11 interviews with volunteer 

managers, was chosen.  

Data analysis and interpretation resulted in the identification of following constituent parameters: 

 primary focus of the volunteer management approach 

 main reference figure managerial practices are aligned to, and 

 coordination logic. 

On basis of these parameters three different types of volunteer management in Austrian nursing 

homes were identified: Volunteer administration, volunteer coordination and volunteer 

management. The study revealed that nursing homes primarily use volunteer administration and 

volunteer coordination. Yet, volunteer management has not been implemented comprehensively. 

However, single activities which refer to this type were identified.  

Volunteer administration primarily emphasizes volunteer mobilization. This is associated with a 

focus on system-related practices such as recruitment, selection, and onboarding. Volunteer 

administration is predominantly ad hoc, not long-term based, slightly systematic and based on 

single initiatives. 

The second type, volunteer coordination, aims at volunteer mobilization as well as on retention. 

Particularly, the later is in line with a strong emphasis on leadership including coaching and 

support. Hence, this approach considers the volunteers´ need much better. Even though, its 

coordination is still quite ad-hoc, this approach is generally more systematic as well as pro-active 

approach than volunteer administration.  

Finally, there is volunteer management. In contrast to volunteer coordination, volunteer 

management considers that volunteers´ needs are varying. This is mainly covered by a 

comprehensive support regarding onboarding as well as by offering mentoring to the volunteers. 

In sum coordination is supposed to be more elaborate.   

Contribution to research 

By developing a typology of volunteer management approaches, explanatory knowledge 

regarding the logics and interdependences of volunteer management is enlarged. Due to the 

combined illustration of strategic & operational issues, it also action knowledge to this field of 

research. Furthermore, the linkage between theoretically and empirically based findings is 

fostered. Overall the study provides a systematic illustration of currently applied volunteer 

management approaches which can be used for further research. 
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Contribution to practice  

Such a typology can serve practitioners as useful basis for analyzing their current volunteer 

management approach. It provides various recommendations for optimizing managerial practices 

systematically. In general, it contributes to manage volunteers more effectively.  

Research implications/limitations  

As previously mentioned, the proposed typology of volunteer management approaches can be 

used as basis for further research, since the identified parameters represent suitable points of 

reference for a wide range of research activities. This research can refer to a more sophisticated 

exploration of the managerial practices or the corresponding coordination techniques. Moreover, 

leadership styles or rather behavioral aspects of leadership could be focused. Further research 

could also address the examination of antecedents or contingency factors influencing the 

organizational designs of the three volunteer management types. Furthermore, the identification 

of reasons for switching from one to another volunteer management type would be an interesting 

field of research.  

Even if the study provides solid findings, there are some limitations that need to be mentioned. 

Since the study is based on a sample size of 11, the findings cannot be generalized. It remains 

vague, if and how, the typology can be transferred to institutions other than nursing homes. 

Secondly, the development of the typology is limited due to its inductive approach. The 

managerial parameters are not comprehensively theory-based.   
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