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Irv Robinson recognizes that the communities in which we live are an intri-

cate part of our lives and the lives of our families. When people channel their 

idealism and energy into helping others and solving community problems, 

they build a new respect for themselves and a strong attachment to others.  

The Community Matters Team was set up to connect employees with volun-

teer opportunities and to help employees realize the benefits that employee 

volunteering can bring—to the company, to employees and most importantly 

to the communities in which they operate.   

Employee volunteering is not new to Robbie. Since the introduction of the 

volunteer program at Robbie in 2005, the program has grown from 120 vol-

unteer hours to 280 hours currently.  But this is still just scratching the sur-

face.  

Employee Volunteering—the Guide is a central part of the Robbie Volunteer 

Program and will help us achieve our objective that employee volunteering 

should happen in all aspects of our communities and at every level of an or-

ganization. Its practical approach will help Robbie employees find the ap-

proach that is right for them. Volunteer-involving organizations will also be 

supported with advice and guidelines on what works best for our employees. 

This booklet serves as a synopsis to the volunteer guidelines and activities 

at Robbie. I hope you will find this a valuable tool to help the employee vol-

unteer program. 

Mae Sims 

Team Lead—Community Matters Volunteer Team 

 



 In the United States, around 61.8 million people, or 26.4 percent of the population, 
volunteered through or for an organization at least once between September 2007 and 
September 2008. Of this number of people, 44.3 million people, or 28.5 percent are in 
the civilian labor force. This benefit, not given by all employers, however, is increasing-
ly supported at Robbie.  

Why is this form of volunteering—employee volunteering—becoming increasingly pop-
ular? It’s because everyone involved—the organizations that provide employee volun-
teers, the organizations where employee volunteers help out, the wider community 
and the employees themselves—has something to gain. 

introduction 



the case for employee volunteering 

Employee volunteering 

and corporate social 

responsibility 

All employers, whether 

they are a company, a 

public organization or a 

charity, have an impact on 

the community in which 

they operate. All of these 

are increasingly recogniz-

ing the importance of play-

ing an active part in their 

local communities—a 

prosperous, healthy and 

crime-free community ben-

efits all who live and work 

there.  

Our organization can be-

come involved in our local 

community in a number of 

ways. The main ones are: 

1 Financial donations 

Donated money often 

backs up employee activi-

ty in the community, to 

help ensure that the pro-

jects they support are suc-

cessful. Giving money now 

enjoys a number of tax 

benefits.  

 

 

 

 

 

 

 

 

 

 

 

2 In-kind support  

We can put to good use 

resources that our organi-

zation no longer needs, by 

donating such as furniture 

or computer equipment to 

local voluntary or commu-

nity organizations. 

3 Employee volunteering  

People giving their time 

and expertise to support 

projects of real value, to 

the community, can be the 

most effective donation of 

all. And the benefits aren’t 

just one-way. 

Tax benefits 

The government has introduced a 
number of tax benefits to encour-
age charitable donation, including: 

 Gift Aid—tax deductible dona-
tions 

 Tax relief on gifts of shares 

 Tax relief on some sponsorship 
payments or gifts 

See the Internal Revenue Service 
website at: www.irs.gov for more 
details. 

Everyone’s a winner... 

Employers 

Employee volunteering 

helps employers to:  

 Improve their public im-

age. Customers, potential 

recruits and local people 

will see that organization 

as socially responsible 

and constructive.                      

And employee volunteers 

make great ambassadors! 

 Increase employees’ 

commitment and motiva-

tion. Employees volun-

teering works wonders in 

strengthening team spirit 

and company loyalty.  

 Enhance the skills of em-

ployees. They may get 

the opportunity to develop 

and practice a wider 

range of skills than they 

do in their paid work—

especially teamwork, 

leadership, decision-

making and communica-

tion. 

 Improve levels of recruit-

ment and retention—

because employee volun-

teering creates such a 

positive culture. 



 Innovate. Employee vol-

unteering can give access 

to local networks and alli-

ances, perceptions and 

problems, which can in-

form management deci-

sions and help innovation. 

Employees 

Employee volunteering 
helps employees to:  

 Build new skills and 

meet new people. 

 Get the chance to make 

a difference to some-

thing they care about. 

 Explore new situations 

and challenges. 

 Add variety to their 

work. 

 Change or enhance the 

way they feel about 

themselves and their 

employer. 

Organizations who use 
employee volunteers  

Employee volunteering 

helps voluntary and com-

munity groups to: 

 Harness new skills, 

knowledge and energy. 

Voluntary organizations  

are having to become 

more ‘business like’ to 

satisfy funders, so they 

can benefit from a great-

er pool of business 

skills. 

 Gain a fresh perspec-

tive—from people who 

haven’t ‘always done it 

that way’! 

 Have access to teams 

of volunteers who can 

plan and carry out major 

tasks. Voluntary organi-

zations often have great 

ideas but lack the re-

sources to carry them 

out. 

 Improve understanding 

between themselves 

and the public and pri-

vate sectors. This can 

lead to longer term links 

and access to more re-

sources and support.  

 Raise their profile. In-

volving employee volun-

teers automatically in-

creases public aware-

ness of their work. 

 

84% of the public believe 
that knowing about a compa-
ny’s community involvement 
activities are important in 
forming an opinion of that or-
ganization. (Mori 1999) 
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Our employee volunteer 

program should be man-

aged like any other project: 

by setting clear objectives 

and by planning, delivering, 

evaluating and reporting on 

its success and failures.  

 

Surveys that ask for employ-

ees’ private voluntary activi-

ties rarely go down well. Lets 

try alternative ways of gath-

ering information such as: 

 talking to key people such 

as team managers 

 establishing a volunteer 

award scheme 

 adding a few questions to 

a more general survey 

 asking employees to 

nominate causes they 

would like to support 

2 
Assess the current situa-

tion 

A written employee volun-

teering policy has several 

benefits, including: 

 demonstrating that the 

employee volunteering 

program has support of 

senior management 

 ensuring everyone knows 

the procedure involved 

 including to employees 

that the program is taken 

seriously and is worth-

while 

 highlighting the pro-

gram—if you don’t tell 

people about it, you don’t 

get any credit for it. 

A good employee volunteer-

ing policy will aim to meet 

the needs of both the suppli-

er of employee volunteers 

and the receiver, and may 

include: 

 a brief statement of com-

mitment to employee vol-

unteering and the reasons 

for that commitment 

 guidelines on in-kind con-

tributions 

 Guidelines on financial 

support if this is to be 

linked to employees’ fund-

raising or personal volun-

teering activities 

 A statement on how pro-

jects are chosen and the 

level of employee involve-

ment in this 

3 
Set objectives 

Consider how our program 

will help to meet our organi-

zational business aims 

If we would like our em-

ployees to volunteer 

1 
Assess the current situ-

ation 

    It is important to find 

out first of all about the 

base we will be building 

on, so that we can moni-

tor the success of our 

program at a later date. 

Questions to ask include: 

 What community activ-

ity is already taking 

place? 

 What internal struc-

tures can be used (ie, 

house newsletters, so-

cial clubs, etc.) 

 What help is available in 

the local community for es-

tablishing links with com-

munity organizations? 



or strategic objectives. We 

will also need to consider 

the objectives of the com-

munity partner we will be 

working with. Try to define 

jointly what we want to 

achieve and how to meas-

ure success. True partner-

ships are best achieved by 

working together from the 

start. 

We may also want to talk to 

similar organizations that 

have already setup an em-

ployee volunteering pro-

gram. There are several 

brokerage organizations 

that can help us with this.  

See: Volunteer Match 

It is useful to set objectives 

that relate to the impact we 

want the employee volun-

teering program to have,  

such as: 

 improving employee mo-

rale 

 transferring business skills 

to certain types of commu-

nity organizations 

 improving our profile in the 

community 

 increasing employee re-

tention 

Make sure our goals are real-

istic. Most organizations look-

ing for employee volunteering 

opportunities find that, with 

the exception of group pro-

jects, the number of volun-

teers for any one opportunity 

is small. 

Decide how we will know if 

our objectives have been 

achieved, and make sure we 

keep records so that we can 

evaluate this. 

If we want to improve an ex-

isting employee volunteering 

program, then it’s easiest to  

set objectives in relation to 

the activities already under 

way. These might include: 

 increasing the number of 

employees participating 

 establishing a structure 

to enable activities to be 

organized more regularly 

 increasing the variety of 

activities 

 encouraging community 

organizations to contribute 

their ideas to the program 

4 
Allocate resources 

An employee volunteer pro-

gram brings a lot of benefits, 

but they are not free. With our 

group of staff volunteers set 

up to run a committee, we 

need those involved to re-

ceive key training in volunteer 

management.  

Some financial resources will 

also be needed, for example, 

to fund: 

 match fundraising 

schemes 

 marketing (promotional 

material such as posters 

and flyers) 

 volunteer recognition 

awards 

Using financial resources for 

volunteering may at first seem 

problematic. By using budgets 

creatively—training budgets 

for example—funds should be 

able to be found to cover 

costs. 

http://www.volunteermatch.org
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5 
Gain support 

The employee volunteering 

program will need the sup-

port of the whole organiza-

tion if it is to succeed.  

Securing the support of 

top management 

 Point to successful pro-

grams in companies 

that are in the same 

market area or similar 

public bodies. The Cor-

porate Social Responsi-

bility Agenda from 

RAND.org is a great re-

source for executives 

and senior managers to 

see employee involve-

ment in action and dis-

cuss the benefits it 

brings. See: RAND 

 Look for allies. There 

are sure to be manag-

ers who are already in-

volved in community ac-

tivities. Talk to them in-

dividually. Ask for their 

help in designing and 

supporting the program 

and using their influ-

ence to promote it. 

 Start with a project that 

relates to our organiza-

tional priorities and 

brings measurable ben-

efits. 

Securing the support 

across the organization 

Middle management sup-

port is crucial to the suc-

cess of our employee vol-

unteering program, but the 

most difficult to gain. This 

is because middle manag-

ers are likely to be most 

affected by volunteering. 

They may simply see that 

their team is absent, rather 

than the benefits that vol-

unteering will bring. Lets 

try to overcome this, we 

need to make sure there 

are no surprises. Explain: 

 What the program is 

and how it will function 

 The benefits it will bring 

 How essential they are 

to the programs suc-

cess 

 How they can support 

the program 

That there are clear 

guidelines on such areas 

as use of facilities and paid 

time off. 

6 
Consult and involve 

employees 

For an employee volun-

teering program to suc-

ceed, it will have to be 

a shared one. Create 

ways to involve all our 

employees and enable 

them to feel ownership 

of the program. Involve 

them in generating ide-

as and organizing ac-

tivities.  

Base all our communi-

cations on messages 

that convey ideas of 

sharing, support and 

partnership. Listen to 

what our employees 

say. Which causes do 

they want to help? 

What kind of support 

do they want? What 

kind of recognition 

would they like? We 

can discuss in Commu-

nity Matters meetings 

ideas and activities. We 

can also organize a 

community visit so em-

ployees can see first 

hand how they can 

help.  

 

http://www.rand.org/scitech/stpi/ourfuture/Consumer/sec6_bsr.html


Two-way  

communication 

 Are we sure that po-
tential volunteers 
know what support 
is offered and who 
they can contact to 
find out more, or to 

suggest ideas? 

 Are we listening ef-
fectively with our 
community part-
ners—do they know 
what we are saying 
to our employees, 
and are we happy 
about how they are 
describing our in-

volvement? 

 Is the person re-
sponsible for the 
program always re-
ceptive to what peo-
ple are saying, are 
they easy to reach, 
do they make time 
to listen properly 

and discuss? 

The aim is to show that the 

program is employee-led  

and employer supported. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

7 
Recruit volunteers 

By far the best way of 

recruiting volunteers is 

by word of mouth. Re-

cruit ‘employee volun-

teering champions` to 

spread the message to 

their peers. Include pro-

files of employee volun-

teers in the company 

newsletter, or invite peo-

ple from community or-

ganizations to come and 

speak to our employees 

about the difference 

their involvement could 

make. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

8 
Recognize 

Recognizing and publi-

cizing the contribution 

that employee volun-

teers make will demon-

strate to our employees 

that their efforts are ap-

preciated—and will also 

help recruit more volun-

teers. 

Ways of recognizing 

employee volunteers in-

clude: 

 Internal award 

schemes 

 Recognition events 

 Articles in newslet-

ters and magazines 

 A personal thank you 

letter from the presi-

dent or chief opera-

tions officer 

 Presentation of certif-

icates by our com-

munity partner 

9 
Monitor and evaluate 

Evaluation of our pro-

gram is vital so that we 

can improve and build 

on it. Evaluation is also 

part of our communica-

tions strategy, and  

Recruitment tips 

 Communicate person-
ally rather than relying 
on written material, 
where possible 

 Develop a distinctive 
identity for the pro-
gram—perhaps in-
volve employees in 
choosing a name and/
or logo for it 

 Try and ensure the 
volunteering opportu-
nities are attractive 
and varied 

 Explain exactly how 
the volunteers will 
make a difference 

 Spell out what our or-
ganization is contrib-
uting 

 Make is sound fun! 
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should be used both to in-

form our current program 

and to stimulate feedback 

about its future direction. 

And, perhaps most im-

portantly, we may have the 

go ahead for now, but in the 

future there may be changes 

at the top of our organization 

that may change the backing 

for the program. So we must 

continually monitor and eval-

uate its impact to ensure 

long-term success. 

Questions to ask 

Most of the benefits of em-

ployee volunteering pro-

grams are qualitative, so we 

will need to ask a variety of 

questions to help evaluate its 

success. Consider the re-

sults for everyone involved: 

our organization, the employ-

ee volunteers, and our part-

ner organization and the wid-

er community. 

The effect on our or-

ganization 

 Was the volunteering en-

joyable, and did it raise 

morale? 

 Did it improve our com-

munications and team-

work? 

 Did it improve our com-

munity relations? 

 Did it enhance our em-

ployees’ skills? 

The effect on the  

employee volunteers 

 Have they volunteered 

before? 

 Did they think this vol-

unteering was well-

organized? 

 Will they continue to 

volunteer? If not, why 

not? 

 Did they feel their vol-

unteering activity pro-

vided them with new 

challenges or develop-

ment of new skills? 

 Did they find it worth-

while? 

 Did they enjoy it? 

 The effect on our part-

ner organization 

We will of course need to 

liaise over this with our 

partner organizations, but 

our questions could in-

clude:  

 Did the end result 

match the original aim 

of the project? 

 How well-received was 

it? 

 How well did your part-

nership work on a prac-

tical level? 

 Were there any prob-

lems, and how were 

they dealt with? 

 How can you build on 

what has been 

achieved so far? 

 Have there been any 

measurable impacts on 

society, either to the 

end-users of the ser-

vice, or to the wider 

community? 

Methods to use 

Some of our aims may 

have been quantita-

tive—i.e., we might 

have wanted to involve 

a minimum of 10 per-

cent of all employees—

and these are easy to 

evaluate if we have 

kept good records. 

Qualitative benefits are 

more difficult to assess.  



We could try using one 

or more of the following 

methods:  

 asking for reports 

 Questionnaires or 

surveys 

 telephone conversations 

with participants 

 interviews 

 focus groups 

 written records 

 What types of tasks could 

our employees do? 

 What skills are needed, 

how much time will it take, 

where will the tasks be 

based? 

 What benefits will it bring 

to both our organizations? 

If we can’t or don’t want to 

provide what the employee 

volunteer is looking for—a 

specific training need, for ex-

ample—then it’s best to say 

so at the beginning. Remem-

ber employee volunteering 

should benefit all the parties 

involved. 

2 
Plan and prepare 

Think about the volun-

teer opportunities we 

can offer that will attract 

employees. Organiza-

tions that are already 

taking part in employee 

volunteer programs 

agree that volunteer-

involving organizations 

should try to: 

The key factors in evalu-

ation 

 State clearly in ad-
vance what all the 
groups involved ex-
pect to gain from the 

project or program. 

 Stay in tough with, 
and seek infor-
mation from, all the 
stakeholders in the 

program. 

 Set up record-
keeping procedures 
to gather and store 
the information we 
need as we go 

along. 

 Plan the evaluation, 
and the data you will 
need to collect, be-
fore the program be-
gins or as soon as 
possible after it 
starts. Data-
gathering is much 
easier to do as you 
go along than retro-

If we would like to involve 

employee volunteers in 

our voluntary program 

1 
Plan and prepare 

    Before involving employ-

ee volunteers in our pro-

gram, it’s worth asking our-

selves these questions:  

 Does everyone in our or-

ganization agree that this 

is the right thing to do? 

 Have any initial misgiv-

ings been addressed and 

resolved? 

 Do we have enough re-

sources? Involving em-

ployee volunteers can 

take up a lot of work 

time, for example. 

 Are we fully prepared? 

Thinking ahead about in-

volving employee volun-

teers is essential. Take 

some time to think about 

questions that a prospec-

tive partner might ask 

you:  

 What sort of volunteers 

do we need?  
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give first-time volunteers one

-off, time-limited opportuni-

ties that enable them to ‘test 

the water’.  

 Offer a variety of volun-

teering opportunities that 

can be undertaken at dif-

ferent times. 

 Give employees opportu-

nities to volunteer along-

side their families. 

 Offer employees opportu-

nities that enable employ-

ees to work in groups with 

their colleagues and 

friends. 

 Ask people to do a specif-

ic task or use a particular 

skill rather than making a 

general appeal (‘please 

help the environment…’) 

 Always be specific about 

the needs to be met and 

the time commitments in-

volved.  

 3 
Follow good manage-

ment practices 

Managing volunteers well 

is important to make the 

most of their time and 

skills, and to ensure a long 

running relationship with 

our partner organizations. 

The following steps will 

help: 

 Make sure there is a 

clearly defined and 

worthwhile task for 

them to do that there is 

a task description. 

 Remember that volun-

teers are motivated by 

tasks that: 

 Challenge them 

 They help to create 

 Meet some of their own 

needs 

 Give them opportunity 

to meet a real need in 

an effective way 

 Use their skills and en-

ergy creatively. 

 Welcome the volunteers 

when they arrive. Take 

the time to show them 

around and introduce 

them to everyone. Make 

sure they know who  

they should contact if 

they have any ques-

tions or suggestions. 

 Offer training and sup-

port. Employee volun-

teers may bring particu-

lar skills, but they are 

unlikely to have experi-

ence of our sort of work, 

so they will need some 

guidance. Ongoing sup-

port should also be 

available.  

 Say thank you—both to 

the individual volunteers 

and to the organization 

involved. If we have  a 

party or present certifi-

cates during Volunteers 

Week, for instance, 

make sure you include 

senior representatives 

from both organizations 

as well as the volun-

teers themselves.  

4 
Feedback 

The supplier of employee 

volunteers need to assess 

whether their employee 

volunteering program is 

 



worthwhile. To do this 

we need evidence, such 

as the number of em-

ployees participating, to 

prove to senior manage-

ment that it is a suc-

cess. No evidence may 

mean an end to their 

contribution. We also 

need to know of any 

problems, so we can 

avoid them next time 

around.   

Ask them how they 

would like us to give 

feedback—ideally at the 

beginning of the pro-

gram. Usually feedback 

is provided on: 

 The number of volun-

teers taking part 

 The number of hours 

worked 

 What problems, if 

any, arose. 

Always tell the volun-

teers and their employer 

how it has helped you. If 

they do not know wheth-

er what they are doing is 

making a difference, 

they may not continue 

doing it. 

5 
Keep in touch and ask 

for more 

Working with a private 

or public partner should 

be seen as long-term 

progress. We are likely 

to get much more out of 

the relationship if you 

take the trouble to sus-

tain it. Here are a few 

simple ways of main-

taining contact: 

 Send updates on 

how our work is go-

ing—such as a copy 

of our annual report 

or some other infor-

mation about the 

help we still need to 

partner volunteers 

 Invite the employee 

volunteers to special 

occasions or events 

that we organize (i.e. 

to celebrate Volun-

teers Week).   

 Offer to visit the or-

ganization to speak 

about how our work 

is going.  

 Acknowledge their 

help in our annual 

report in any relevant 

press releases. Send 

them copies. 

If we would like our em-

ployees to volunteer 

With all the support mecha-

nisms in place, we need to 

choose what kind of pro-

gram would be best suited 

to our organization and our 

employees. We will need to 

consider factors such as our 

organization’s size, locality 

and culture, and the de-

mographics of your employ-

ees. 

Think about our existing re-

lationship with the local vol-

untary sector. We have a 

few relationships with 

groups at this stage, but 

perhaps our organization 

needs to stretch past this 

and build closer relation-

ships with other volunteer 
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We may find that they are 

willing to build a closer rela-

tionship with us and share 

ideas for employee volun-

teering activities.  

Or we may know of a local 

broker, such as the Volun-

teer Center of Johnson 

County, which has a ‘Hands 

On Kansas City’ corporate 

volunteer program. They can 

customize, hands-on group 

volunteer project that will in-

corporate team building, 

leadership development, and 

philanthropy initiatives. They 

will fully develop and coordi-

nate all aspects of our com-

pany’s volunteer project(s). 

Most importantly, involve our 

employees in the discus-

sions. They are involved with 

SafeHome, which is a benefit 

to us because we are al-

ready in a partnership with 

this organization. Listen to 

employee ideas and their re-

actions to our suggestions. 

The main ways of approach-

ing employee volunteering 

activity are shown in the fol-

lowing. The potential ad-

vantages and disadvantages 

of each are also shown, but 

it’s important to remember 

that a properly planned and 

managed program can en-

hance the positive aspects 

while minimizing the possible 

pitfalls.  

 ‘Charity of the Year’ 

Programs. Our organiza-

tion, prompted by employ-

ees, commits to support-

ing a range of volunteer-

ing activities, focusing on 

a specific organization. 

  

Enables us to build long-

term relationships with  

community organizations. 

  

   Can be seen as top-down   

   choice, contrary to em  

   ployee-led principal. May   

   not have sufficient spread  

   to create any informal PR. 

  

 Allocating work time. 

Agreed allocations of work 

time for volunteering activi-

ties, often matched to equal 

each employee’s own time 

commitment. 

  

   Strong indicator of organi-

zation's commitment, and 

likely to make employees' 

decision to participate easi-

er. Easy way of setting em-

ployee’s commitment. 

  

   Can be difficult to sell to  

   middle managers. Keeping  

   track of the hours can be  

   an administrative burden.  

 

 One-off ‘Challenge 

events. A task usually 

practical, set by local 

community organizations. 

Can involve employees’ 

family members, particu-

larly when event carried 

out over a weekend. 

   

   Provides a good ‘taster’ for  

   those new to volunteering.  

   Brings practical resource to     

   problems. Good for team 



building and motivation.  

  

   Needs planning and 

managing, or can re-

sult in too many people 

with not enough to do. 

Can be difficult to 

translate into a sus-

tainable program after 

the first rush of enthu-

siasm. 

 Mentoring. Provides 

the opportunity to de-

velop interpersonal 

skills of coaching, lis-

tening and motivation 

through one-on-one 

relationships set up 

with clear guidelines 

as to purpose, limits, 

timescales and ven-

ue. 

    

    Effective means of 

skills development. 

Highly motivational 

because its positive 

effects on mentee are 

very visible. 

 

  

   Often employer-

initiated. Usually lim-

ited to school or chari-

ty open hours. 

 Trustees and 

schools. Volunteers, 

often bringing profes-

sional or managerial 

skills, serve on 

school boards or on 

the management 

committees of volun-

tary organizations. 

Enables them to ex-

perience the strate-

gic management of a 

whole organization. 

  

   High community visi-

bility. Gives good ex-

perience in manage-

ment, decision-

making and develop-

ing strategies and pol-

icy. 

  

   Difficulties can be 

caused by differences 

in organization culture. 

Usually minimum one 

year time commitment. 

Effects can take a long 

time to show due to 

long intervals between 

meetings.  

 Development as-

signments. Short 

placements in com-

munity organizations 

for either individuals 

or teams. Projects 

are clearly defined to 

meet the develop-

ment needs of the 

employee or team—

usually focusing on 

the skills of project 

management, confi-

dence, negotiation 

and communication. 

  

Proven vehicle for im-

proving skills team-

building. Enables 

clear targets to be set 

and measured. Partic-

ipants report high de-

gree of success and 

self-motivation. 
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Again, an employer-led 

initiative. Middle man-

agers can resist de-

mands on work time. 

Care needs to be taken 

that participation re-

mains voluntary. 

 Secondment. Usually full

-time and for a period of 

between six and 24 

months. Can be used as 

a transition associated 

with early retirement or 

restructuring, or (less fre-

quently) for mid-career 

management develop-

ment. 

  

  A positive way of dealing 

with change for employees. 

Helps the secondee to de-

velop new skills, and pro-

vides for useful support for 

voluntary organization. 

  

Initiated by employer rather 

than employees. Often be-

comes popular and can re-

sult in too many people ap-

plying. Difficult to resolve if 

it doesn’t work out, given 

the time period. 

 Volunteer award 

schemes. Usually annual 

celebrations of employee 

achievements where 

awards are given to nomi-

nated individuals or 

teams, or to the organiza-

tions in which they have 

been active. 

  

Highly motivating, and an 

excellent way of demon-

strating commitment. Can 

be an effective way of find-

ing out what employees 

are doing without appear-

ing intrusive, and also 

helps to build a long-term 

program. 

 

   Publicity needs to be care-

fully managed so employ-

ees don’t feel we are using 

their private efforts to gain 

free PR. Selection needs 

to be open and participa-

tive to avoid suspicions 

and favoritism. These ac-

tivities can be successfully 

supported with— 

 Matched giving and fi-

nancial support. The 

employer makes a contri-

bution to match funds do-

nated or raised by em-

ployees; or the employer 

makes a financial contri-

bution to charities in 

which employees are in-

volved. 

  

  Visible and welcome re-

source for voluntary organi-

zations; popular with em-

ployees. 

  

  If not capped, can exceed 

budgets. Can appear a re-

mote and easy option if this 

is the only form of activity. 

 Contributions in kind. 

Generally results from re-

quests from employees 

on behalf of organizations 

in which they are active. 

Ranges from donating 

new or used equipment,  



furniture or stationery to oc-

casional use of facilities 

such as meeting rooms. 

   

   Can be a welcome re-

source, especially targeted 

at a specific need. 

 

   Can risk being dumping 

ground for equipment that is 

of no more use to the com-

munity organization than to 

the company.  

 Which organizations have 

the skills we are looking 

for? 

 Do we have a personal 

contact in any of these or-

ganizations? 

 Which organizations have 

undergone a recent re-

structuring or recently 

moved into the area that 

might make them keen to 

build links with the commu-

nity? 

Many organizations find it 

easiest to use the services of 

a broker (see box). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

If we would like to involve 

employee volunteers in 

our organization 

If we want to obtain support 

from private or public em-

ployers in our area, we can 

help identify which ones to 

approach by asking the fol-

lowing questions: 

 Which organizations 

have a history of involve-

ment in the community? 

More specifically, do any 

already have links with 

our organization? 

 Which organization 

would be interested in 

what we could offer? 

Brokerage 

Brokers are the interme-
diaries who enable em-
ployee involvement in 
the community by match-
ing the needs of all par-
ties. They are useful for 
three main reasons: 

 Companies, public 
and community or-
ganizations all lack 
the time to research 
potential partner. 

 Brokers know the 
needs of all the sec-
tors and are experi-
enced in translating 
these into negotiated 
outcomes. 

 Brokers understand 
local community is-
sues and can match 
suitable partners to 
bring about positive 
change. 



some essential contacts 

Bridging the Gap 

Bridging The Gap works to make the Kansas City 
region sustainable by connecting environment, econ-
omy and community.  
 
Bridging The Gap seeks to educate citizens, busi-
nesses and government on the impact of decisions 
and behavior on our present and future community 
and world. The cornerstone for our success in raising 
awareness and changing behaviors is finding com-
mon ground we all share. 

Tel: 816-561-1087 

Website: www.bridgingthegap.org 

 

National Public Lands Day 

National Public Lands Day began in 1994 with three 
federal agencies and 700 volunteers. Last year 
120,000 volunteers worked in over 1,800 locations 
and in every state. Now, 8 federal agencies and 
many state and local lands participate in this annual 
day of caring for shared lands.  

National Public Lands Day keeps the promise of the 
Civilian Conservation Corps, the "tree army" that 
worked from 1933-42 to preserve and protect Ameri-
ca's natural heritage. 

Tel: 202-833-2933 

Website: www.nationalpubliclandsday.org 

 

Hands on Kansas City 

Hands On Kansas City is a non-profit organization 
that makes meaningful volunteer opportunities more 
accessible to active people with busy schedules. Our 
members primarily are working professionals be-
tween the ages of 25 and 45. However, our flexible 
approach to volunteering has a very broad appeal. 
As a result, membership ranges from students to 
retired persons. We also provide family volunteer 
opportunities so members can volunteer with their 
children. Working in teams headed by project coordi-
nators, we provide reliable and enthusiastic volun-
teers who help at events for community service or-
ganizations throughout the Kansas City metropolitan 
area.  

Tel: 913-341-1792 

Website: www.handsonkc.org 

The United Way 

United Way is working to advance the common good by 
creating opportunities for every person to reach their full 
potential. In greater Kansas City, we are focusing on: 

 Successful Youth, Children and Families 

 Financial Stability 

 Healthy People; Healthy Communities 

Tel: 816-472-4289 

Website: www.unitedwaykc.org/ 

 

Volunteer KC 

The Volunteer Centers in greater Kansas City have a 
long and admirable The Volunteer Centers in greater 
Kansas City have a long and admirable history of service 
to the community. Together they are an even more valu-
able resource to greater Kansas City as they:  

  
1.   Connect volunteers with opportunities to serve; 
2.   Build the capacity for effective local volunteering; 
3. Promote volunteering; and 
4. Develop strategic initiatives to mobilize volunteers to  

meet local community needs 

Tel: 816-559-4667 

Website: www.volunteerkc.org/ 

 

Habitat for Humanity 

Habitat for Humanity works in partnership with God and 
people everywhere, from all walks of life, to develop 
communities with people in need by building and reno-
vating houses so that there are decent houses in decent 
communities in which every person can experience 
God’s love and can live and grow into all that God in-
tends. 

Tel: 816-924-1096 

Website: www.habitatkc.org 

 

http://www.bridgingthegap.org
http://www.nationalpubliclandsday.org
http://www.handsonkc.org/
http://www.unitedwaykc.org/
http://www.volunteerkc.org/
http://www.habitatkc.org

