
ISSN: 2249-7196 

IJMRR/Oct-Dec.  2025/ Volume 15/Issue 4/48-59 

Jaskaran Singh / International Journal of Management Research & Review 

 

48 
 

The Role Of Leadership And Communication In Volunteer 

Retention Within Logistics Organization In Udhamsingh Nagar 

Jaskaran Singh1, Supriya Singh2 

Assistant Professor, College of Commerce and Management, Surajmal University, Uttrakhand1 

Student MBA, College of Commerce and Management, Surajmal University, Uttrakhand2 

 

ABSTRACT 

Volunteer retention remains a critical challenge for logistics organizations, particularly in developing regions 

where humanitarian and nonprofit operations rely heavily on unpaid workforce. This study examines how 

leadership styles and communication practices influence volunteer retention within logistics organizations 

operating in Udhamsingh Nagar district. The research employed a descriptive survey design with a sample of 150 

volunteers from five logistics-based nonprofit organizations. Data collection utilized structured questionnaires 

measuring transformational leadership, communication effectiveness, job satisfaction, and retention intentions. 

Statistical analysis revealed significant positive correlations between transformational leadership (r=0.742, 

p<0.01) and volunteer retention, as well as communication quality (r=0.689, p<0.01) and retention rates. Job 

satisfaction mediated the relationship between leadership behaviors and retention (β=0.583, p<0.001). Results 

demonstrated that 68% of volunteers reporting high leadership quality intended to continue volunteering beyond 

two years, compared to only 32% with low leadership exposure. The study concludes that strategic leadership 

development and robust communication frameworks are essential for sustaining volunteer engagement in 

resource-constrained logistics settings. 

Keywords: volunteer retention, transformational leadership, organizational communication, logistics 

organizations, nonprofit management 

 

1. INTRODUCTION 

Volunteer engagement constitutes a cornerstone of humanitarian logistics operations, particularly in regions 

experiencing resource constraints and developmental challenges. Logistics organizations operating in districts like 

Udhamsingh Nagar, Uttarakhand, depend substantially on volunteer contributions for disaster response, 

community development, and humanitarian relief operations (Falasca & Zobel, 2012). However, volunteer 

retention presents persistent challenges, with studies indicating that nonprofit organizations retain only 

approximately 65% of their volunteer workforce annually (Brudney & Meijs, 2014). The transient nature of 

volunteer engagement creates operational inefficiencies, increases training costs, and disrupts organizational 

continuity. Leadership emerges as a critical determinant of volunteer satisfaction and organizational commitment 

(Catano et al., 2001; Dwyer et al., 2013). Transformational leadership, characterized by inspirational motivation, 

idealized influence, intellectual stimulation, and individualized consideration, has demonstrated significant 

associations with volunteer retention across various organizational contexts. Leaders who articulate compelling 

visions, demonstrate ethical conduct, and provide meaningful support create environments where volunteers 

experience heightened satisfaction and commitment. 
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Communication practices similarly influence volunteer experiences and retention decisions. Effective 

organizational communication encompasses information flow, adequacy, and feedback mechanisms that ensure 

volunteers remain informed, valued, and integrated into organizational processes (Mishra et al., 2014). In logistics 

organizations, where coordination, timing, and resource deployment are critical, communication assumes even 

greater significance. Clear communication channels facilitate task coordination, reduce role ambiguity, and 

enhance volunteer efficacy perceptions.mUdhamsingh Nagar, located in the Terai region of Uttarakhand, presents 

unique operational challenges for logistics organizations, including geographical accessibility constraints, 

seasonal flooding risks, and diverse socio-economic demographics. Organizations operating in this context require 

stable volunteer workforces capable of responding to fluctuating humanitarian needs. Understanding the 

mechanisms through which leadership and communication influence volunteer retention in this specific context 

provides practical insights for organizational management and policy development. Despite substantial research 

on volunteer management in Western contexts, limited empirical investigation has examined volunteer retention 

dynamics within Indian logistics organizations. This study addresses this gap by systematically investigating how 

leadership behaviors and communication practices influence volunteer retention intentions within Udhamsingh 

Nagar's logistics sector. 

 

2. LITERATURE REVIEW 

Extensive scholarship has examined factors influencing volunteer retention, with leadership and organizational 

support emerging as consistent predictors of sustained engagement. Transformational leadership theory, originally 

articulated by Burns (1978) and refined by Bass (1985), emphasizes leaders' capacity to inspire followers beyond 

self-interest toward collective goals. Studies consistently demonstrate transformational leadership's positive 

associations with volunteer satisfaction, organizational commitment, and retention intentions (Catano et al., 2001; 

Posner, 2015). Leaders exhibiting transformational behaviors create organizational cultures characterized by trust, 

respect, and shared purpose. Alternative leadership frameworks also influence volunteer outcomes. Servant 

leadership, emphasizing empowerment, humility, and stewardship, demonstrates significant relationships with 

volunteer job satisfaction and retention (Erdurmazli, 2019; Van Dierendonck et al., 2017). Autonomy-supportive 

leadership, grounded in self-determination theory, addresses volunteers' psychological needs for autonomy, 

competence, and relatedness, directly influencing satisfaction and retention (Oostlander et al., 2014). These 

diverse leadership approaches share common elements: recognition of volunteer contributions, provision of 

meaningful roles, and cultivation of supportive organizational climates. 

Organizational communication significantly influences volunteer experiences and retention decisions. 

Communication quality encompasses information adequacy, timeliness, accuracy, and feedback mechanisms 

(Walden et al., 2017). Research indicates that volunteers who perceive effective organizational communication 

report higher satisfaction levels and stronger organizational commitment (Vecina et al., 2013). Communication 

failures generate role ambiguity, frustration, and disengagement. Conversely, transparent communication 

practices foster trust, clarify expectations, and reinforce volunteers' perceptions of organizational efficacy. The 

environmental psychology model provides theoretical grounding for understanding how organizational 

environments influence volunteer responses. Mehrabian and Russell's (1974) framework posits that environmental 

stimuli generate emotional responses that influence approach or avoidance behaviors. Applied to volunteer 
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contexts, organizational environments characterized by supportive leadership and effective communication 

generate positive emotional states, increasing retention likelihood (Cho et al., 2020). 

Volunteer motivation constitutes another critical retention determinant. Functional approach theories identify 

diverse motivations underlying volunteer engagement, including values expression, understanding enhancement, 

career advancement, social interaction, protective functions, and ego enhancement (Clary et al., 1998). 

Organizations that align volunteer roles with individual motivations experience enhanced satisfaction and 

retention. However, motivation alone proves insufficient without supportive organizational contexts. Leadership 

and communication practices mediate relationships between motivations and retention outcomes. Within logistics 

and humanitarian contexts, specific operational demands influence volunteer retention dynamics. Logistics 

operations require coordination, reliability, and specialized skills. Volunteers in these settings benefit from clear 

role definitions, adequate training, and effective communication systems (Lu et al., 2013). Leadership that 

provides structure while allowing autonomy enhances volunteer efficacy perceptions and sustained engagement. 

Despite this extensive literature, research examining volunteer retention within Indian logistics organizations 

remains limited. Cultural contexts, organizational structures, and volunteer motivations may differ substantially 

from Western settings. This study addresses this gap through empirical investigation of leadership and 

communication influences on volunteer retention within Udhamsingh Nagar's logistics sector. 

 

3. OBJECTIVES 

1. To examine the relationship between transformational leadership and volunteer retention in logistics 

organizations. 

2. To assess the impact of organizational communication on volunteer retention rates and intentions. 

3. To analyze the mediating role of job satisfaction in relationships between leadership behaviors, 

communication practices, and volunteer retention. 

 

4. METHODOLOGY 

This study employed a descriptive survey design to investigate relationships between leadership, communication, 

and volunteer retention. The research was conducted across five logistics-based nonprofit organizations operating 

in Udhamsingh Nagar district, Uttarakhand, during January-March 2024. These organizations engage in 

humanitarian relief, disaster response coordination, community development logistics, and rural supply chain 

management. The target population comprised active volunteers with minimum six months organizational tenure. 

Using stratified random sampling, 150 volunteers were selected proportionally across organizations, ensuring 

representation of various demographic characteristics and organizational roles. Sample size determination 

followed Cochran's formula for finite populations, providing adequate statistical power for correlation and 

regression analyses. 

Data collection utilized structured questionnaires comprising four sections. Section A gathered demographic 

information including age, gender, education, volunteer tenure, and engagement frequency. Section B measured 

transformational leadership using Bass and Avolio's (1990) Multifactor Leadership Questionnaire adapted for 

volunteer contexts, comprising 20 items across four dimensions: idealized influence, inspirational motivation, 

intellectual stimulation, and individualized consideration. Items employed five-point Likert scales ranging from 
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strongly disagree to strongly agree. Section C assessed organizational communication through 15 items adapted 

from Communication Satisfaction Questionnaire (Downs & Hazen, 1977), measuring information flow, adequacy, 

feedback mechanisms, and communication climate. Section D evaluated volunteer retention intentions using six 

items from Hoye et al. (2015), measuring commitment to continued service, organizational loyalty, and future 

engagement plans. Job satisfaction was measured using Galindo-Kuhn and Guzley's (2002) 12-item scale 

assessing organizational support, empowerment, participation efficacy, and group integration. 

Questionnaire validity was established through expert panel review comprising three academics specializing in 

organizational behavior and two practitioners managing volunteer programs. Pilot testing with 30 volunteers from 

organizations outside the study sample confirmed instrument reliability (Cronbach's α > 0.85 for all constructs). 

Data collection occurred through supervised self-administration during regular volunteer meetings, ensuring high 

response rates and data quality. Statistical analysis employed SPSS Version 26.0. Descriptive statistics 

characterized sample demographics and variable distributions. Pearson correlation coefficients examined bivariate 

relationships between variables. Multiple regression analysis tested predictive relationships while controlling for 

demographic variables. Mediation analysis followed Baron and Kenny's (1986) procedures, examining whether 

job satisfaction mediated leadership-retention and communication-retention relationships. Statistical significance 

was established at α = 0.05 level. 

 

5. RESULTS 

Table 1: Demographic Characteristics of Respondents (N=150) 

Characteristic Category Frequency Percentage 

Gender Male 82 54.7% 
 

Female 68 45.3% 

Age Group 18-25 years 45 30.0% 
 

26-35 years 58 38.7% 
 

36-45 years 32 21.3% 
 

Above 45 years 15 10.0% 

Education High School 22 14.7% 
 

Graduate 76 50.7% 
 

Postgraduate 52 34.6% 

Volunteer Tenure 6-12 months 48 32.0% 
 

1-2 years 54 36.0% 
 

Above 2 years 48 32.0% 

Table 1 presents demographic characteristics of the sample. Gender distribution showed relatively balanced 

representation with males comprising 54.7% and females 45.3%. The majority of volunteers (38.7%) belonged to 

the 26-35 age cohort, reflecting predominant youth engagement in logistics volunteerism. Educational 

qualifications demonstrated high literacy levels, with 85.3% holding graduate or higher degrees, suggesting 

sophisticated volunteer workforces capable of complex logistics operations. Volunteer tenure distribution 
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indicated substantial turnover challenges, with only 32% maintaining engagement beyond two years, underscoring 

retention concerns motivating this investigation. 

Table 2: Transformational Leadership Dimensions and Volunteer Retention (N=150) 

Leadership Dimension Mean SD Correlation with Retention Significance 

Idealized Influence 3.82 0.94 r = 0.698 p < 0.001 

Inspirational Motivation 3.76 0.88 r = 0.721 p < 0.001 

Intellectual Stimulation 3.54 1.02 r = 0.612 p < 0.001 

Individualized Consideration 3.68 0.96 r = 0.685 p < 0.001 

Overall Transformational Leadership 3.70 0.89 r = 0.742 p < 0.001 

Table 2 illustrates relationships between transformational leadership dimensions and volunteer retention. All four 

leadership dimensions demonstrated strong positive correlations with retention intentions. Inspirational 

motivation exhibited the strongest correlation (r=0.721), suggesting volunteers particularly value leaders who 

articulate compelling visions and motivate collective achievement. Intellectual stimulation, while significant, 

showed relatively weaker correlation (r=0.612), possibly reflecting volunteers' primary desire for emotional 

support over intellectual challenge. Overall transformational leadership demonstrated robust correlation with 

retention (r=0.742, p<0.001), confirming theoretical predictions regarding leadership's critical role in volunteer 

retention. Mean scores around 3.70 indicate moderate leadership quality perceptions, suggesting improvement 

opportunities for organizational leadership development. 

Table 3: Communication Quality and Volunteer Retention (N=150) 

Communication Aspect Mean SD Correlation with Retention Significance 

Information Flow 3.58 0.92 r = 0.654 p < 0.001 

Information Adequacy 3.44 1.08 r = 0.612 p < 0.001 

Feedback Mechanisms 3.38 1.12 r = 0.698 p < 0.001 

Communication Climate 3.62 0.87 r = 0.642 p < 0.001 

Overall Communication Quality 3.51 0.94 r = 0.689 p < 0.001 

Table 3 presents communication quality dimensions and their associations with volunteer retention. Feedback 

mechanisms demonstrated the strongest correlation (r=0.698), highlighting volunteers' need for reciprocal 

communication and recognition. Information adequacy showed relatively lower mean scores (M=3.44), indicating 

volunteers perceive inadequate information provision. This finding aligns with literature emphasizing 

communication gaps in logistics organizations operating under resource constraints. Overall communication 

quality correlated significantly with retention (r=0.689, p<0.001), supporting hypotheses regarding 

communication's retention influence. The relatively lower mean scores across communication dimensions suggest 

substantial improvement opportunities, particularly regarding feedback systems and information adequacy. 

Table 4: Job Satisfaction Levels and Retention Intentions (N=150) 

Satisfaction Dimension Mean SD Correlation with Retention Significance 

Organizational Support 3.64 0.96 r = 0.712 p < 0.001 

Empowerment 3.72 0.88 r = 0.734 p < 0.001 

Participation Efficacy 3.56 1.02 r = 0.687 p < 0.001 



ISSN: 2249-7196 

IJMRR/Oct-Dec.  2025/ Volume 15/Issue 4/48-59 

Jaskaran Singh / International Journal of Management Research & Review 

 

53 
 

Group Integration 3.68 0.92 r = 0.698 p < 0.001 

Overall Job Satisfaction 3.65 0.91 r = 0.768 p < 0.001 

Table 4 examines job satisfaction dimensions and retention relationships. Empowerment demonstrated the highest 

correlation (r=0.734), reflecting volunteers' desire for autonomy and meaningful participation. Overall job 

satisfaction exhibited the strongest correlation with retention (r=0.768), surpassing both leadership and 

communication correlations, suggesting satisfaction's mediating role. Mean satisfaction scores around 3.65 

indicate moderate satisfaction levels with improvement potential. The strong empowerment-retention correlation 

aligns with self-determination theory, emphasizing autonomy's psychological importance. Organizations fostering 

empowerment through delegated responsibilities and participatory decision-making likely experience enhanced 

retention rates. 

Table 5: Multiple Regression Analysis Predicting Volunteer Retention (N=150) 

Predictor Variable β SE t-value Significance R² 

Transformational Leadership 0.418 0.082 5.098 p < 0.001 
 

Communication Quality 0.352 0.076 4.632 p < 0.001 
 

Job Satisfaction 0.583 0.088 6.625 p < 0.001 
 

Age 0.124 0.054 2.296 p = 0.023 
 

Gender -0.042 0.048 -0.875 p = 0.383 
 

Education 0.086 0.052 1.654 p = 0.100 
 

Model Statistics 
    

R² = 0.742 
     

Adj R² = 0.731 
     

F = 67.34, p < 0.001 

Table 5 presents multiple regression results predicting volunteer retention from leadership, communication, and 

satisfaction variables while controlling demographics. The model explained 74.2% of retention variance 

(R²=0.742, F=67.34, p<0.001), indicating strong predictive validity. Job satisfaction emerged as the strongest 

predictor (β=0.583, p<0.001), followed by transformational leadership (β=0.418, p<0.001) and communication 

quality (β=0.352, p<0.001). Age demonstrated weak but significant positive effects (β=0.124, p=0.023), 

suggesting older volunteers exhibit greater retention commitment. Gender and education showed non-significant 

effects, indicating retention drivers transcend demographic characteristics. These findings support theoretical 

frameworks emphasizing satisfaction's central role while confirming leadership and communication as important 

antecedents. 

Table 6: Mediation Analysis of Job Satisfaction (N=150) 

Relationship Tested Direct Effect 

(β) 

Indirect Effect 

(β) 

Total Effect 

(β) 

Mediation 

Type 

Leadership → Satisfaction → 

Retention 

0.294** 0.328*** 0.622*** Partial 

Mediation 

Communication → Satisfaction → 

Retention 

0.256** 0.296*** 0.552*** Partial 

Mediation 
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Leadership → Retention (without 

mediator) 

0.622*** - 0.622*** - 

Communication → Retention (without 

mediator) 

0.552*** - 0.552*** - 

Leadership → Satisfaction 0.563*** - 0.563*** - 

Communication → Satisfaction 0.508*** - 0.508*** - 

Note: ** p<0.01, *** p<0.001 

Table 6 presents mediation analysis results examining job satisfaction's mediating role in leadership-retention and 

communication-retention relationships. Following Baron and Kenny's (1986) procedures, analyses confirmed 

partial mediation in both relationships. For transformational leadership, indirect effects through satisfaction 

(β=0.328) comprised 52.7% of total effects, while direct effects remained significant (β=0.294). Similarly, 

communication's indirect effects through satisfaction (β=0.296) constituted 53.6% of total effects. These findings 

demonstrate satisfaction's significant mediating role while confirming leadership and communication maintain 

independent influences on retention. The partial mediation pattern suggests multifaceted retention determinants 

requiring comprehensive organizational interventions addressing leadership development, communication 

enhancement, and satisfaction improvement simultaneously. 

Table 7: Comparative Analysis of High versus Low Leadership Quality Groups (N=150) 

Variable High Leadership 

Quality (n=74) 

Low Leadership 

Quality (n=76) 

t-value Significance 

Mean Job Satisfaction 4.28 (SD=0.62) 3.04 (SD=0.84) t=10.52 p < 0.001 

Mean Retention Intention 4.42 (SD=0.58) 2.96 (SD=0.92) t=11.78 p < 0.001 

Volunteers Planning to 

Continue >2 Years 

68.9% 32.4% χ²=19.84 p < 0.001 

Volunteers Willing to 

Recommend Organization 

81.1% 38.2% χ²=27.92 p < 0.001 

Average Weekly Volunteer 

Hours 

8.4 hours 5.2 hours t=6.34 p < 0.001 

Table 7 compares outcomes between volunteers experiencing high versus low leadership quality, determined by 

median split on transformational leadership scores. Volunteers in high leadership contexts reported significantly 

higher job satisfaction (M=4.28 vs. M=3.04, t=10.52, p<0.001) and retention intentions (M=4.42 vs. M=2.96, 

t=11.78, p<0.001). Notably, 68.9% of volunteers experiencing high leadership quality intended continuing beyond 

two years, compared to only 32.4% in low leadership contexts (χ²=19.84, p<0.001). Similarly, organizational 

recommendation willingness differed substantially (81.1% vs. 38.2%, χ²=27.92, p<0.001). High leadership 

contexts also associated with increased volunteer effort, averaging 8.4 weekly hours versus 5.2 hours in low 

leadership settings (t=6.34, p<0.001). These findings demonstrate leadership quality's substantial practical 

significance for retention outcomes and organizational capacity. 

 

6. DISCUSSION 
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This study's findings provide robust empirical support for theoretical frameworks linking transformational 

leadership, organizational communication, and volunteer retention within logistics organizational contexts. The 

strong correlation between transformational leadership and retention (r=0.742) aligns with extensive literature 

documenting leadership's critical influence on volunteer outcomes (Catano et al., 2001; Dwyer et al., 2013; Posner, 

2015). Transformational leaders who articulate inspiring visions, demonstrate ethical conduct, stimulate 

intellectual engagement, and provide individualized support create organizational environments fostering 

volunteer commitment and sustained engagement. The particular salience of inspirational motivation (r=0.721) 

suggests volunteers in logistics contexts particularly value leaders who communicate compelling organizational 

purposes and collective goals. Logistics operations, often occurring under challenging conditions with limited 

resources, require sustained motivation and commitment. Leaders capable of framing logistics work as meaningful 

community service likely enhance volunteers' sense of purpose and willingness to persevere through difficulties. 

This finding extends previous research emphasizing meaning-making as a critical retention mechanism (Stukas et 

al., 2009; Vecina & Chacón, 2013). 

Communication quality's significant association with retention (r=0.689) confirms theoretical predictions 

regarding communication's role in volunteer management (Mishra et al., 2014; Walden et al., 2017). The 

particularly strong correlation between feedback mechanisms and retention (r=0.698) highlights volunteers' need 

for reciprocal communication. Logistics organizations operating in Udhamsingh Nagar face geographical 

dispersion, diverse volunteer backgrounds, and varying engagement levels. Effective feedback systems 

acknowledge contributions, clarify performance expectations, and reinforce volunteers' organizational value. The 

relatively lower mean scores for information adequacy (M=3.44) suggest improvement opportunities through 

enhanced communication infrastructures including digital platforms, regular newsletters, and structured 

information-sharing sessions. Job satisfaction's emergence as the strongest retention predictor (β=0.583) and 

significant mediator confirms satisfaction's central role in volunteer retention processes. This finding aligns with 

social exchange theory, positing that volunteers assess costs and benefits of organizational engagement, 

continuing participation when benefits exceed costs (Blau, 1964). Satisfaction represents the cumulative 

assessment of these exchange relationships. Organizations fostering satisfaction through supportive leadership, 

effective communication, meaningful roles, and recognition practices create favorable exchange balances 

promoting retention. 

The partial mediation findings reveal important theoretical and practical implications. Leadership and 

communication influence retention both directly and indirectly through satisfaction enhancement. Direct effects 

suggest leadership and communication provide intrinsic value beyond satisfaction generation. Volunteers may 

remain engaged due to respect for leaders, appreciation for organizational mission, or commitment to colleagues, 

independent of personal satisfaction. Simultaneously, indirect effects through satisfaction demonstrate these 

organizational factors' capacity to enhance volunteer experiences, generating positive emotional states conducive 

to retention. Empowerment's strong correlation with retention (r=0.734) emphasizes autonomy's psychological 

importance, consistent with self-determination theory (Deci & Ryan, 2000; Oostlander et al., 2014). Volunteers 

seeking meaningful participation and decision-making influence experience greater satisfaction and commitment 

when organizations provide autonomy and empowerment opportunities. Logistics organizations can enhance 
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empowerment through delegation of responsibilities, participatory planning processes, and recognition of 

volunteer expertise. 

The comparative analysis revealing substantial differences between high and low leadership quality contexts 

underscores leadership development's practical importance. Organizations investing in leadership training, 

particularly focusing on transformational behaviors, likely experience significant retention improvements. The 

36.5 percentage point difference in long-term retention intentions between high and low leadership contexts 

translates to substantial organizational capacity differences. Given training costs and volunteer scarcity, leadership 

development represents highly cost-effective retention strategy. Study findings demonstrate particular relevance 

for logistics organizations in developing contexts like Udhamsingh Nagar. Resource constraints, geographical 

challenges, and fluctuating operational demands characterize these environments. Effective leadership and 

communication become even more critical for maintaining volunteer engagement when material resources remain 

limited. Organizations cannot compete with paid employment through financial incentives but can differentiate 

through high-quality volunteer experiences characterized by supportive leadership, clear communication, and 

meaningful engagement. 

The relatively young volunteer demographic (68.7% under 35 years) suggests opportunities for long-term 

volunteer workforce development. Young volunteers demonstrating high retention intentions may transition into 

leadership roles, creating succession pathways and organizational sustainability. However, the 32% retention rate 

beyond two years indicates substantial turnover challenges requiring strategic interventions. Cultural contexts 

may influence leadership and communication dynamics in Indian organizational settings. Collectivist cultural 

values emphasizing group harmony and hierarchical respect may shape volunteer expectations regarding 

leadership and communication (Hofstede, 2001). Future research should examine cultural moderators of 

leadership-retention and communication-retention relationships within Indian contexts. 

 

7. CONCLUSION 

This study provides compelling evidence that transformational leadership and organizational communication 

significantly influence volunteer retention within logistics organizations operating in Udhamsingh Nagar. 

Statistical analyses revealed strong correlations between leadership quality, communication effectiveness, and 

retention intentions, with job satisfaction serving as a significant mediator. The research demonstrates that 

volunteers experiencing high-quality leadership and effective communication report substantially higher 

satisfaction levels and retention commitments compared to those in less supportive environments. The findings 

underscore practical implications for logistics organizations seeking to enhance volunteer retention. Leadership 

development programs focusing on transformational behaviors, particularly inspirational motivation and 

individualized consideration, can significantly improve retention outcomes. Organizations should invest in 

training programs equipping leaders with skills for articulating compelling visions, providing meaningful 

feedback, and recognizing individual contributions. Similarly, communication infrastructure improvements, 

including feedback mechanisms, information adequacy enhancement, and climate cultivation, can strengthen 

volunteer engagement and commitment. 

Job satisfaction's mediating role highlights the importance of comprehensive volunteer management approaches 

addressing multiple organizational dimensions simultaneously. Isolated interventions targeting single factors 
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likely prove less effective than integrated strategies combining leadership development, communication 

enhancement, empowerment initiatives, and recognition practices. Organizations should regularly assess 

volunteer satisfaction levels, identifying specific improvement areas and implementing targeted interventions. 

The study's findings contribute to volunteer management literature by providing empirical evidence from Indian 

logistics contexts, addressing gaps in existing scholarship predominantly focused on Western settings. The 

research demonstrates theoretical frameworks' applicability across cultural contexts while highlighting potential 

cultural moderators warranting future investigation. The specific focus on logistics organizations extends 

volunteer management research beyond traditional nonprofit contexts, recognizing logistics sector's unique 

operational demands and volunteer requirements. Despite this study's contributions, several limitations warrant 

acknowledgment. The cross-sectional design precludes causal inferences, though theoretical frameworks and 

statistical controls provide confidence in directional relationships. Longitudinal research tracking volunteers over 

extended periods would strengthen causal understanding. The sample, while representative of Udhamsingh Nagar 

logistics organizations, may not generalize to other regions or organizational types. Future research should 

examine geographic and organizational variations in leadership-retention and communication-retention 

relationships. 

Organizations operating in resource-constrained environments face ongoing challenges attracting and retaining 

volunteers. This research demonstrates that despite material resource limitations, strategic investments in 

leadership development and communication enhancement can significantly improve volunteer retention. By 

creating supportive organizational environments characterized by transformational leadership, effective 

communication, and volunteer empowerment, logistics organizations can build sustainable volunteer workforces 

capable of addressing community needs and humanitarian challenges. The substantial differences in retention 

outcomes between high and low leadership quality contexts underscore leadership development's practical 

importance and cost-effectiveness as retention strategy. Future research should examine longitudinal retention 

patterns, leadership development intervention effectiveness, and cultural moderators of these critical 

organizational relationships. 
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