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Abstract

Employee volunteering (EV) was introduced as employer-supported volunteering
and now also covers employee-led volunteering initiatives. For employers, EV is
usually embedded in the company’s corporate social responsibility (CSR)
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strategy in addressing social issues by involving employees. Research has shown
that EV can fulfill intrinsic and extrinsic motives for employers in achieving their
economic, social, and environmental performances simultaneously. As for
employees, working for companies that allow them to do EV has given them
more job satisfaction that enhance their organizational citizenship behavior
(OCB). Globally, EV has achieved its importance as a way of companies to
contribute to global issues and the achievements of Sustainable Development
Goals (SDGs). To contribute to EV discussions, this chapter covers several
aspects of EV, including different terminologies used by researchers and compa-
nies; global trends of EV implementation; effective management of EV; impacts
of EV to the employers, employees, and society; and challenges in EV imple-
mentation. To illustrate EV practices, this chapter highlights EV implementation
in Indonesia based on a recent survey designed for gaining empirical evidence. In
the conclusion, a virtuous cycle between EV, corporate sustainability, and SDGs
is suggested.

Keywords

Corporate volunteering · Corporate social responsibility · Employee
volunteering · Organizational citizenship behavior · Sustainable Development
Goals

1 Introduction

Globally, more and more employees around the world are expecting their employers
to contribute to solutions of social issues and improve social conditions in the area
where their employers operate (Edelman 2019, p. 35). Corporations are expected to
perform their corporate social responsibility (CSR) in the way they perform their
“economic, legal, ethical, and discretionary” actions (Carroll 1979, p. 500). In many
contexts, CSR relates to the company’s stakeholder management, policies, and
actions to achieve its economic, social, and environmental performances simulta-
neously and to contribute to sustainable development (Aguinis and Glavas 2012,
p. 2). Through CSR, corporations can collectively address global issues stipulated in
the 17 Sustainable Development Goals (SDGs) including poverty eradication and
improvements in health, education, employment, and the environment (United
Nations 2019). Companies’ contributions to SDGs through CSR can be justified
for intrinsic and extrinsic reasons. The intrinsic rationales of CSR provide ethical
justifications for CSR actions where companies contribute to universal issues like
poverty, whereas extrinsic reasons of CSR will justify the company’s investment
toward more pragmatic goals such as compliance with regulations, risk management,
and improvement of corporate reputation (Basu and Palazzo 2008, pp. 122–127).

With regard to CSR programs, employee volunteering (EV) or an employee
volunteer program (EVP) is defined as “a planned, managed effort that seeks to
motivate and enable employees to effectively serve community needs through the
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employer. . . are typically one component of a company’s corporate social responsi-
bility (CSR) strategy . . . that addresses the company’s involvement in societal
causes” (Points of Light 2017, p. 5). EV can be implemented by private or public
employers by giving “financial incentives, provisions for special leave, special
rewards, or other means of direct support” (European Commission 2014, p. 34).
EV has been seen as one of the most effective ways in conducting CSR for
companies to contribute to SDGs (Cook and Burchell 2018), and it can be consid-
ered as a tactical and strategic implementation of CSR (Mozes et al. 2011) where
companies can solve social issues by deploying employee talents and skills (Peloza
et al. 2009). Collectively, EV can make a grand contribution to the world’s problems
if companies around the globe deploy their employees to solve social issues in their
surrounding communities while benefitting from increased employee loyalty to the
companies with an increased affective commitment (Rodell et al. 2017). Besides, EV
will contribute to organizational citizenship behavior (OCB) when the employees
trust and feel proud of the altruistic purposes of volunteering efforts conducted by
the company (Im and Chung 2018). Eventually, CSR programs that are implemented
through EV will contribute to corporate sustainability (Im and Chung 2018) which
can be achieved through employee loyalty that leads to the company’s ability to
achieve its business social performance simultaneously (Lee and Chen 2018).

To manage EVeffectively, employers need to consider the motives of employees
for being volunteers and apply EV strategies accordingly. Like companies,
employees have intrinsic or social-oriented and extrinsic or career-oriented ratio-
nales in conducting EV (Lough and Turner 2018; Points of Light 2015). Points of
Light (2015) found that the social-oriented volunteers use volunteering opportunities
to collaborate with peers and friends in handling social services like helping home-
less shelters or park cleanups, whereas career-oriented volunteers prefer activities
that are linked to skill development like doing consulting or mentoring, and they are
more motivated if the volunteering assignments are recognized formally by the
organization. Furthermore, companies need to be alert that social-oriented
employees will support the company’s EV programs which are truly altruistic in
nature and they may view negatively on the company’s self-serving motives like
public relations purposes of EV (Gatignon-Turnau and Mignonac 2015, p. 7). The
attitudes of employees toward the company’s motives in conducting EV support the
social exchange and social identity theories (Gatignon-Turnau and Mignonac 2015).
When employees feel supported by the companies in implementing their “pro-social
motives,” they will reciprocate emotionally to the company (Gatignon-Turnau and
Mignonac 2015, p. 9).

As EV has become a global practice for CSR, institutions like Boston College
Center for Corporate Citizenship (BCCCC), Points of Light, Volunteering Australia,
and London Benchmarking Group have conducted a global survey and developed
tools for successful EV management. Researchers have also started to contribute to
academic research to investigate the links between EV and corporate performance
(Dreesbach-Bundy and Scheck 2017; Rodell et al. 2016). Hence, this chapter
attempts to contribute to discussions on EV by providing an overview of EV
development thus far. The chapter is outlined by discussing (1) different

Employee Volunteering 3



terminologies of EV; (2) global trends of EV; (3) effective management of EV, which
covers motivations of employers and employees in conducting EV, mechanisms for
effective EV implementation, key success factors and challenges in EV implemen-
tation, types of EV activities, and benefits of EV to employers, employees, and
society; (4) a snapshot of EV implementation in Indonesia; (5) how Indonesian
experience relates to previous studies on EV; and (6) conclusion and ways forward.

2 Employee Volunteering Definitions: Different
Terminologies with Slightly Different Meanings

Employee volunteering (EV) differs from personal volunteering (PV) in terms of
supports given by employers. While EV activities are usually done with the knowl-
edge and supports from employers, PV activities are conducted “without employer
involvement and directions” (Runte and Basil 2011, p. 133). The literature review on
definitions of EV has shown different terminologies with similarities in meanings,
including employee volunteering (EV), corporate volunteerism (CV), employer-
supported volunteering (ESV), employee volunteering program (EVP), workplace
volunteer programs (WVP), company-sponsored volunteer programs (CSVP), and
company support for employee volunteering (CSEV) as listed in Table 1.

From EV definitions listed in Table 1, it can be concluded that most of the authors
suggest that EV involves activities that are planned and organized by employers or
companies (European Commission 2014; Lorenz et al. 2011; Mathieu et al. 2004;
Points of Light 2017; Rodell 2013; Rodell et al. 2016). However, EV can also be
initiated by both employers and employees (Lukka 2000). In terms of the type of
employers, the European Commission (2014) suggests that employers can be both
private and public organizations, while some authors mention the “employer”
without being specific (Mathieu et al. 2004; Points of Light 2017; Rodell 2013;
Rodell et al. 2016) or employers are specifically mentioned as companies (Gatignon-
Turnau and Mignonac 2015; Lorenz et al. 2011; Runte and Basil 2011). EVactivities
are usually coordinated with nonprofit organizations or charitable groups as partners
and beneficiaries of the activities (Lorenz et al. 2011; Rodell 2013; Rodell et al.
2016), or they can also be addressed directly to community needs (Points of Light
2017). In terms of resources given by employers, authors agree that the employers
allow the employees to become volunteers by giving their time and skills, besides
giving financial supports and other incentives. Based on similarities and differences
of EV definitions developed by the cited authors, for the purpose of this chapter,
common terminologies are used: (1) EV can be initiated by employers or employees
with the knowledge and support of employers. (2) The employers are both public
and private organizations. (3) EV can be done in partnership with nonprofit or
charity organizations or directly with community groups.
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Table 1 Definitions related to employee volunteering

Terminology Author(s) Definition

Employee volunteering
(EV)

European
Commission (2014,
p. 34)

“Volunteering organized and/or supported by
private or public employers, be it through
financial incentives, provisions for special
leave, special rewards, or other means of
direct support.”

Lorenz et al. (2011,
p. 184)

“company’s invitation to employees to get
involved voluntarily in charitable efforts
beyond their job descriptions, where the
company provide resources and collaborate
with non-profit organizations”

Mathieu et al.
(2004, p. 8)

“a planned, managed effort that seeks to
motivate and enable employees to effectively
volunteer under the sponsorship and
leadership of the employer.” (p. 8)

Rodell (2013, p.
1274).

“Giving time or skills during a planned
activity for a volunteer group or
organization.”

Rodell et al. (2016,
p. 3)

“Employed individuals giving time during a
planned activity for an external non-profit or
charitable group or organization.” (p.3)

Dreesbach-Bundy
and Scheck (2017,
p. 1)

“The encouragement and facilitation of
volunteering in the community through the
organization by which an individual is
employed” which is a subset of corporate
social responsibility”

Corporate volunteerism
(CV)

Runte and Basil
(2011, p. 133)

“Volunteering activities which are initiated
and supported by companies”

Employer-supported
volunteering (ESV)

Lukka (2000, p. 4) “An activity which has been developed by an
employer with a view to involving those
members of the workforce who wish to
volunteer, or initiated by the employee
themselves, with full knowledge and
approval on the part of the employer”

Employee volunteering
program (EVP)

Points of Light
(2017, p. 5)

“An employee volunteer program (EVP) is
defined as a planned, managed effort that
seeks to motivate and enable employees to
effectively serve community needs through
the employer. . .” EVPs, also called
workplace volunteer programs or company-
sponsored volunteer programs”

Company support for
employee volunteering
(CSEV)

Gatignon-Turnau
and Mignonac
(2015, p. 7)

“Companies’ encouragement or an
accommodation of employee’s volunteer
activities during working hours and/or own
time.”
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3 Global Trends in Employee Volunteering

Globally, EV has been conducted by employers in contributing to common goods
and societal causes. In North America, especially in the USA, research by Grant
(2012) found growing importance of EV as a way for a company to contribute to
society. Since the 1990s, companies in the USA have started to include EV into their
business plans, and employees stated to learn about volunteering from their compa-
nies (Toppe et al. 2001). The Boston College Center for Corporate Citizenship
(BCCCC) survey found that nine of ten Fortune 500 companies operating globally
have formal employee volunteering and giving programs and have already embed-
ded EV in the ways of business, where the majority of large companies are very
supportive to corporate volunteering (Boccalandro 2009, p. 4). BCCCC found
strong indications that EV has contributed to business operations in terms of the
development of employee skills, teamwork, and morale. Hence, EV helps companies
in recruiting and retaining employees which then contribute to stakeholder relations,
corporate branding, and reputation and eventually enhance sales performance
(Boccalandro 2009, p. 15).

In Canada, a study was conducted by Runte and Basil (2011) on the employees’
views on volunteering. They found the difference between personal volunteerism
and corporate volunteerism among employees. Personal volunteerism refers to
“activities during personal time undertaken without employer involvement or direc-
tion” whereas corporate volunteerism refers to volunteering activities which are
initiated and supported by companies” (Runte and Basil 2011, p. 133). In both
cases, employees are driven by their beliefs in the cause and the “feeling good”
about what they are doing when volunteering. However, personal volunteers are
more driven by “intrinsic” motives in helping others, solving social issues, building
their capacity, and developing a social network, as compared to corporate
volunteering which is motivated by more “extrinsic” matters like career progression
(Runte and Basil 2011).

In Latin America, although the progress is not as advanced as in North America,
EVactivities have started to emerge in countries like Mexico, Brazil, Argentina, and
Chile as they are practiced by multinational companies such as P&G working in the
countries (Schlenkhoff-Hus 2018).

In Western Europe, in a survey of 103 companies in 53 European Union coun-
tries, 80% of companies make employee volunteering programs available for their
employee (Perez et al. 2014). According to Perez et al. (2014), EV has been growing
in Europe, and it is in line with the growth of CSR practices of European companies.
EV has been implemented not only by corporations but also by public and nonprofit
organizations. The study also found that EV has given benefits to the companies,
employees, and communities at large, hence helping employers to build their
sustainability objectives (Perez et al. 2014).

In the UK, EV has grown its significance in the way in which companies conduct
their business. In 2018, it was predicted that over 11 million employees in the UK
were allowed by their employers to do voluntary work (Benefacto 2018). Indeed, EV
has been supported by the government with the Prime Minister’s encouragement for
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UK companies to provide a day in a year for volunteering activities (Bussell and
Forbes 2008).

Like in Western Europe, there are also interests in EV in Eastern Europe, for
example, in Russia. Krasnopolskaya et al. (2016) found from their research in 37
Russian companies four types of employee volunteering which are effective in
building community engagement: informal volunteering, formal volunteering, for-
mal monetary donation, and informal monetary donation (p. 1). They observed
that employee volunteering can enhance community engagement because of three
reasons: First, employee volunteering can generate trust between the company and
the community. Second, employee volunteering gives opportunities for employees
to encounter social issues. Third, employee volunteering enhances employees’ spirit
of volunteerism.

In the Asia Pacific, countries like Australia, South Korea, and Japan are very
advanced in corporate volunteering, while in China, India, and ASEAN countries,
the practice of corporate volunteering is emerging very fast (Schlenkhoff-Hus 2018).
Points of Light (2017) found that volunteerism, including employee volunteerism,
has shaped the way in which companies conduct their CSR and nonprofit organiza-
tion operates in Asian countries. For example, in South Korea, over 50% of
employees are participating in employee volunteering activities which are provided
by more than 70% of companies in the country (Federation of Korean Industries
2018). Points of Light (2017) argue that the growth of volunteerism among youth in
Asian countries will exceed other regions in the world as increasing numbers of
nonprofit organizations and CSR programs of companies will utilize highly skilled
laborers that can be made available through volunteering programs. Besides, the
governments and the nonprofit organizations are increasingly aware of the potential
of employee volunteerism to be a powerful source for humanitarian activities like
disaster response, poverty alleviation, skill development of communities, and people
with special needs. Hence, they may look for better collaborations with companies in
handling social issues through employee volunteering. In Asian countries, measure-
ments of the social impact of employee volunteering have been developed and are
expected to be adopted as good practice by leading companies as employee
volunteering has proven to benefit the brands of the company and the morale of its
employees (Points of Light 2017). However, despite the rapid growth of EV in Asian
countries, in Arab nations, corporate volunteering is also at early development as the
company prefers to give cash donations rather than conducting employee
volunteering (Allen et al. 2011, p. 44).

In Australia, EV which is also commonly called corporate volunteering (CV)
(Volunteering Australia 2015, p. 1) has grown its significance as a company strategy
to contribute to society and enhance employees’ motivation (Volunteering Australia
2015). Volunteering Australia (2015) found that 24% of Australian employees work
for employers that provide them with volunteering activities. In Australia, EV has
also contributed to consumer perception of the company. A study by Plewa et al.
(2015) found that corporate volunteering contributes to consumers’ perception of the
corporate image, thereby improving consumer loyalty. Australian companies con-
sider CSR or the intention to be socially responsible companies as the driver or the
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reason why they are doing corporate volunteering. Plewa et al. (2015) found that by
having corporate volunteering program, it is then easier for companies to have good
stories to project their image as a responsible company through their internal and
external communication channel, including the marketing and promotion channels.
By creating awareness about the company’s CSR achievement, company can
increase consumers’ knowledge about the company’s CSR that leads to enhancing
their perception about the company’s image (Plewa et al. 2015).

As in New Zealand, Lee and Higgins (2001) found that EV opens opportunities
for a company to contribute to social issues and engage with local communities.
Through dialogue among stakeholders, employee volunteering generates sustainable
business-community partnerships which bring benefits to the company, employee,
and the community.

Finally, in Africa, corporate volunteering is not yet a known concept as people
volunteers privately to help the needs of families and communities, except in South
Africa where many multinational companies operate and implement corporate
volunteering (Allen et al. 2011, p. 34).

In sum, EV has become a global phenomenon with a continuing awareness of
companies in contributing to global issues although the practices around the globe
vary among countries and regions. Indeed, EV allows companies to conduct their
CSR programs which contribute to employee morale and common goods. While
most of the EV activities are conducted directly with communities or in partnership
with nonprofit organizations, EV programs have been able to contribute to solutions
to social issues. Globally and collectively, corporations can address global issues
stipulated in the 17 Sustainable Development Goals where 181 member countries of
the United Nations pledge their commitment to improve significantly the world’s
conditions, especially in dealing with the issues of poverty, hunger, health and well-
being, inequality, and sustainable cities and communities (United Nations 2019;
Volonteurope 2015, p. 47).

4 Effective Implementation of Employee Volunteering

4.1 Employers’ and Employees’Motives in Conducting Employee
Volunteering

Research has shown that both employers and employees have intrinsic and extrinsic
motives in doing EV. Hence, the ability to recognize the motives as the drivers in
conducting EV from the employers and employees’ sides will be one of the key
success factors of EV implementation. For employers, there are three main drivers in
conducting EV: first, charity to support a good cause with a minimum expectation of
getting something in return; second, community investment, which is a strategic
involvement of a company in solving long-term social issues that will impact the
company (Boccalandro 2009); and third, commercial initiatives including commer-
cial and marketing activities, as well as the promotion of corporate identities and
corporate branding involving employee volunteers (Barkay 2012; Boccalandro
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2009). As for the third reason, employers use EV to build their branding by
publishing community development projects through public relations channels in
the public media and their own reports to show that they perform good corporate
governance and participate in global Sustainable Development Goals (Crowther
2008). From these three reasons, the first and the second reasons to contribute to
common goods can be categorized as intrinsic, while the third reasons in portraying
corporate image can be categorized as extrinsic motives of conducting EV.

As for employees, Runte and Basil (2011) found extrinsic and extrinsic motives
in conducting EV. They found that intrinsic motivational factors, including “the
desire to help others, the feeling good, the intention to gain new knowledge, and the
ability to make social contacts,” are the top four drivers for employees to volunteer.
On the contrary, the extrinsic motive is “to help my career” rank fifth the motiva-
tional factors (p. 140). Similarly, Points of Light (2015, p. 1) classifies two types of
employees’ orientations in corporate volunteering, that is, “social-oriented volun-
teers” and “career-oriented volunteers.” The social-oriented volunteers would have
intrinsic motives to use volunteering opportunities to collaborate with peers and
friends in handling social issues that require social services like helping homeless
shelters or park cleanups, whereas career-oriented volunteers have more extrinsic
motives and prefer activities that are linked to skill development like doing consult-
ing or mentoring, and they are more motivated if the volunteering assignments are
recognized formally by the organization.

Therefore, companies need to apply a suitable strategy to cater to employees who
have intrinsic and extrinsic motives. Lough and Turner (2018) found that company
leadership would attract social-oriented volunteers, while the integration of EV
activities in performance management would entice employees who are motivated
by career progression. Besides, putting EV in performance review will be beneficial
when the company wants to establish a culture of volunteering within the company
and increase the company’s commitment to helping communities (Allen 2012;
Lough and Turner 2018). Furthermore, companies need to consider putting their
intrinsic before extrinsic purposes when communicating with employees. As found
by Gatignon-Turnau and Mignonac (2015), volunteers would appreciate and
enhance their organizational citizenship behavior if their volunteerism is utilized
for truly altruistic purposes rather than for supporting “self-serving intentions” of the
employers (p. 14).

4.2 Managing Employee Volunteering Effectively

For effective management of EV, employers need to integrate internal mechanisms
to ensure optimum benefits of EV for employees, employers, and communities.
Points of Light (2017) suggest seven practices that have helped employers to manage
their employee volunteering program (EVP) effectively, which cover “the plan,
design, leadership, partnerships, employee engagement, measurement, and success
and growth” practices of EV (Points of Light 2017, pp. 7–40). Another tool that has
been used to measure EV performance of Fortune 500 companies is developed by
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Boston College Center for Corporate Citizenship (BCCCC). BCCCC calls it as
“Drivers of Effectiveness for Employee Volunteering and Giving Program
(EVGPs)” (Boccalandro 2009, p. 1). For employers that aspire to implement effec-
tive EV programs, Points of Light and BCCCC have developed comprehensive tool
kits available from their websites.

The tool kits of Points of Light and BCCCC are summarized in Table 2, which
captures similarities between the practices suggested by the Points of Light (in
column 1) and the drivers suggested by BCCCC (in column 2).

As shown in Table 2, Points of Light’s seven practices and BCCCC’s drivers are
interrelated and complementary to each other. They fit into employers’ strategic
management process that flows from strategic analysis, strategic formulation, and
strategic implementation.

At the strategic analysis phase, employers need to have a good understanding of
internal and external environment and the organization’s overarching goals. At this
stage, Points of Light and BCCCC suggest employers’ clear vision and strategic

Table 2 Mechanisms for effective employee volunteering

Seven practices of effective EVP (Points of
Light) Drivers of effectiveness for EVGPs (BCCCC)

1. The Plan– Clear vision, strategies, efforts,
and tactics to achieve specific goals for
business, employees, and society

Driver 1: Cause-effective configuration –
Structuring EVGPs to focus on specific causes,
leverage employers’ resources, integrated to
employer’s philanthropy, and productive
partnerships

2. The Design – Alignment of employees’
motives, talents with corporate resources,
societal impacts

Driver 2: Strategic business positioning –
Aligning EVGPs with business goals,
infrastructure, resonant causes, corporate
citizenship strategy

3. Leadership – leadership supports at all level
to further EV mission, goals, and plans

Driver 3: Sufficient investment – The existence
of a strong team, operating budget, and grant
support

4. Partnership – Strategic, high-impact
collaborations with government, private, and
nonprofit partners

Driver 4: Culture of engagement –
Encouragement and facilitation to encourage
employee involvement, including procedures,
encouragement, departmental support, middle
management outreach, senior management
modeling, accessible information

5. Employee Engagement – Appeal to extrinsic
and intrinsic motives of employees and access
to all employees

Driver 5: Strong participation – Involving
more than 50% of employees, generating at
least 8 h/employee/year of volunteering

6. Measurement– Measurements of output,
outcomes, and impact on business and societal
causes

Driver 6: Actionable evaluation – Tracing
participation and volume metrics, employee
and nonprofit feedback, business, and social
sector outcome metrics

7. Success and Growth– Communicating and
celebrating success with internal and external
stakeholders

Adapted from (Boccalandro 2009; Points of Light 2017)
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goals to tackle the intersection between the needs of business, employees, and
society. Indeed, a study on the mission statements of 100 companies listed in Fortune
500 has found that employers that explicitly mention their commitment to solving
social issues in their mission statements would ensure that they take necessary
actions (Bartkus and Glassman 2008). Furthermore, Bhinekawati (2016) confirms
that the mission statements containing CSR and corporate sustainability strategy
would guide companies to achieve their strategic intent in contributing to Sustain-
able Development Goals.

At the strategy formulation phase, employers need to develop overall plans to
succeed in EV implementation by using their strength, maximizing the opportunities,
understanding their own weaknesses, and mitigating the threats simultaneously. At
this stage, Points of Light and BCCCC suggest that employers should develop
strategic business positioning by aligning EV with corporate citizenship strategy,
societal causes, and business goals. Hence, companies can deploy suitable infra-
structure and resources, as well as employees’ talents and skills. By ensuring a
strategic fit between EV activities with the company’s strategic goals, core values,
and resources, EV will bring competitive advantage for the employers (McCallum et
al. 2013).

Lastly at the strategic implementation stage, Points of Light and BCCCC posit
that leadership commitment at all level is important to build the culture, to ensure
sufficient investment, to develop a strategic partnership with stakeholders, and to
gain a high level of employee engagement. In this stage, employers should be able to
cater to both intrinsic and extrinsic motives of the employees and make EV acces-
sible to employees. BCCCC suggests that for large companies, it is expected that
employers should provide at least 8 h of volunteering per year and involve more than
50% of employees to volunteer (Boccalandro 2009). Employers also need to eval-
uate the EV programs by measuring the output, outcomes, and impact of EV to the
employees, business, and social causes. Lastly, Points of Light suggest that the
lessons learned and success stories from EV should be communicated and celebrated
with both internal and external stakeholders.

The whole process of strategic management is necessary to ensure the effective
implementation of EV. A review of available documents issued by Fortune’s 100
most admired companies reveals that those companies strategically integrate their
EV into their CSR that leads to increased employee’s organizational citizenship
behavior (OCB) and the external benefits for the company, especially the company
reputation (Cycyota et al. 2016, p. 326). Indeed, EV requires employers to have a
system within the organization in managing EV programs as there is a positive
linkage between the effectiveness of EV and enabling policies (European Commis-
sion 2014).

In sum, effective EV management will mitigate potential sources of failures.
BCCCC found the following five main weaknesses that contribute to the failures of
EV programs implemented by Fortune 500 companies (Boccalandro 2009, p. i):

• EV programs are not strategically positioned as a business functioning
• Insufficient resources to support EV programs.
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• Lack of procedures, practices, and guidelines to facilitate EV programs.
• Low employee participation due to lack of engagement.
• Lack of measurements and evaluation on the impacts of EV programs.

Those five reasons resonate with the findings from other studies. For example,
Lukka (2000) found several reasons why EV fails, including lack of employees’
awareness due to the lack of internal communication when a company has an EV
program, the cultural difference between the company and its nonprofit partners, and
the lack of support from top- and middle-level management. Another research by
Gatignon-Turnau and Mignonac (2015) reveals that volunteers would appreciate if
the company shows true altruistic motives by supporting them to volunteer without
expecting something in return. Hence, Gatignon-Turnau and Mignonac (2015) argue
that CSEV may not necessarily bring positive impact to organizational commitment
and organizational citizenship behavior, depending on employees’ perception on
company’s motives, whether it is perceived as truly altruistic or it is seen as a tactic to
support company’s “self-serving intentions” (p. 15). Furthermore, Lough and Turner
(2018) also found that company leadership influences EV participation of employees
who have intrinsic motives, while the integration of EV as part of performance
management will attract employees who are motivated by extrinsic motives such as
career progression. Nevertheless, it is necessary for employers to integrate EV in a
performance review when they want to establish a culture of and commitment to
volunteering within the organization (Allen 2012; Lough and Turner 2018). To
conclude, the integration of EV into the strategic management process will mitigate
potential risks of EV failures and enhance the possibility of EV contribution to an
employer’s strategic objectives.

4.3 Types of Employee Volunteering Activities

As discussed above, employee participation is one of the key success factors of the
EV program. Therefore, when designing EV activities, employers need to consider
employees’ intrinsic (social-oriented) and extrinsic (career-oriented) motivations.
Halley (1999) and Lukka (2000) found that employee-led activities will satisfy
employees’ intrinsic motives, while employer-initiated activities will attract
employees with extrinsic motives. Table 3 summarizes the types of EV activities
as suggested by Halley (1999) in Lukka (2000).

Several studies have shown interesting findings on the impacts of the above
categories of EV activities. Lough and Turner (2018) found that offering employees
with matching funds and time off for their volunteering activities will trigger their
intrinsic and extrinsic motivations. The types of employee-initiated activities like
collaborating with peers and friends in handling social issues that require social
services like helping homeless shelters or park cleanups will trigger social-oriented
volunteers, whereas career-oriented volunteers prefer activities that are linked to skill
development like doing consulting or mentoring, and they are more motivated if the
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volunteering assignments are recognized formally by the organization (Points of
Light 2015).

4.4 Benefits of Employee Volunteering

The benefits of EV to the employers and employees and society have been widely
researched. EV will benefit the employees, companies, communities, and nonprofit
organizations that work as the company’s partners in implementing employee
volunteering programs (Rochlin et al. 2015). Generally, EV will enhance the rela-
tionships of related stakeholders involved in the program, as it gives opportunities
for the employees, the nonprofit sectors, and the community to build social relation-
ships, thereby building the quality of social capital in terms of the strength of the
network, shared norms, and trust among parties involved in the EV program
(Muthuri et al. 2009). Specifically, the benefits of EV can be categorized into
“internal and external” benefits (Cycyota et al. 2016, p. 326) which can be summa-
rized in Table 4.

In a nutshell, Cycyota et al. (2016) argue that internally, EV would enhance
employee motivation as the EV opportunities will give a sense of altruism, mean-
ingfulness that would give tangible and intangible rewards for companies that will
increase their organizational citizenship behaviors (OCB). In terms of skill

Table 3 Employee-led and employer-initiated employee volunteering activities

Employee-led activity supported and
recognized by the employer Employer- initiated activity

Matching funds. Employers match fundraised
by employees through their volunteering
events
One-time local events. Employee’s friends and
families are invited to participate in an event
organized by the local community
In-kind contributions. Employees donate
equipment, facilities, or furniture on behalf of
the company
Volunteer awards. Employer rewards
employee’s achievement in their volunteering
work
Volunteering committees. Employer allows
employees to use the building facilities and
resources to organize events which can
generate publicity for the company
Charity of the year. Employee-initiated events
supported by the employer to focus on a certain
organization
Time banks. Employer allocates the same
amount as the time invested by employees to
volunteer in the community

Employee placement for a transition. Full-
time work for 6–24 months, usually in line
with organizational change or employee
retirement
Short-term assignment. A placement for about
100 h in a community organization so both the
employees and the nonprofit organizations can
learn from each other
Team-building assignment. An assignment in
team-building training for about 3–4 days
Coaching. An assignment for one-on-one
mentoring, usually on interpersonal skills for a
few hours per month, for students or nonprofit
organization staff
Secondment. The employees can bring
managerial expertise while learning about
decision-making and policy-making
processes, as a board member of schools or
nonprofit organizations

Source: Adapted from Halley (1999) in Lukka (2000)
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development, it can be achieved as employees gain variety in their tasks and improve
their relational and social skills. Increased motivations and skills will contribute to
employees’ job satisfaction and higher organizational commitment. These will
reduce turnover, increase productivity, and increase morale. Externally, EV would
increase the company reputation that will attract potential employees, retain current
employees, improve organizational culture, and strengthen brand equity. As for the
contribution of EV to increase profitability, it can be achieved through enhanced
customer perceptions about the company which contributes to customer loyalty.
Finally, as there are improvements in stakeholder engagement through EV, the
company will gain its legitimacy, community relations, and shareholder relations
(p. 326).

The EV benefits listed in Table 4 are aligned with other research, including
BCCCC survey on the impacts of EV to Fortune 500 companies (Boccalandro
2009) and the literature review by Lukka (2000). Lukka (2000) further posits that
EV would enhance communication and caring culture within the company and
between the community and the company. As such, EV will help companies to
manage risks and reduce costs due to improvements in employee’s skills and
knowledge in dealing with stakeholders. EV also facilitates companies’ strategic
goal achievements in leadership development, builds their reputation as they are
perceived as responsible companies by their related stakeholders, and create value
for both the employees and nonprofit partners or larger communities through mutual
relationship and continuous learning (McCallum et al. 2013).

5 A Snapshot of EV Implementation in Indonesia

To provide empirical evidence on the findings and tools from studies discussed in
previous subchapters, a survey to 106 Indonesian employers was conducted during
the period of January to March 2020. A convenience sampling method was used,
with questionnaires distributed to 254 employers who are connected to the networks
of Sekolah Tinggi Manajemen IPMI (IPMI) and Indonesia Business Links (IBL). Of

Table 4 Benefits of employee volunteering to employers

Internal benefits External benefits

Enhanced employee motivation
Enhanced organizational citizenship behaviors (OCB)
Enhanced employee soft skill
Enhanced employee satisfaction
Enhanced organizational commitment
Reduced employee turnover
Increased employee productivity
Increased employee morale

Increased of company reputation
Attractive to potential employees
Enhanced employee retention
Enhanced organizational culture
Strengthened brand equity
Increased profitability
Enhanced customer perceptions
Enhanced customer loyalty
Improved stakeholder engagement
Enhanced company legitimacy

Source: Adapted from Cycyota et al. (2016)
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254 questionnaires, 106 are returned, showing 60 employers (57%) integrate their
EV with CSR strategy, 33 employers (31%) have EV programs but not integrated
into CSR strategy, and 13 employers (12%) do not have EV programs.

The reasons of 13 employers for not having EV program is because EV is not part
of their strategy and the organizations only have ad hoc charity activities, not
involving volunteers, for their community relations purposes.

As for 33 employers who conduct EV but do not integrate it into their CSR
strategy, they have EV programs as their corporate giving activities and community
engagement programs. However, they do not claim those activities as CSR. The
summary of the types of EV programs which are not part of CSR is depicted in Table
5.

As the purpose of this chapter is to get a deeper understanding of how employers
integrate EV with their organizational strategy, this chapter focuses on exploring the
practices of 60 respondents who stated that EV is part of their CSR strategy. The
employers here are both public and private organizations that support EV which are
initiated by employers or employees as defined by the European Commission
(2014). The findings of the survey capture the demographic profiles of the respon-
dents, the types of activities, the resources deployed for EV program, the benefits of
EV to the employers, and the challenges faced by employers in managing EV.

5.1 Respondents’ Profile

The unit of analysis of this chapter is the employer. As shown in Table 6, the majority
of employers (75%) are private companies, followed by state-owned enterprises
(13%), government (7%), and private higher education (5%).

Table 5 Employers with employee volunteering not part of CSR program

Categories Activities Respondents
Percent
(%)

1. Health Health-related donations 1 3

2. Education Teaching children, scholarships, internships 12 37

3. Economic
development

Entrepreneurship training for farmers, tourism
village development, partnership with small
business, financial literacy, asset management

8 24

4.
Environment

Tree planting, waste management 2 6

5.
Infrastructure

Small repairs for mosque, schools 2 6

6. Relief
programs

Donations for orphans, foster children, lunches for
surrounding communities

8 24

Total 33 100
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As for the profile of respondents representing the employers to fill in the ques-
tionnaires, the survey categorizes them into gender (see Table 7), age group (see
Table 8), and their positions in the companies (see Table 9).

In terms of business size, most of the employers are large companies employing
more than 250 people (66%), followed by medium-sized enterprises (17%), small
enterprises (10%), and microenterprises (7%) as presented in Table 10.

As for the lines of business, the respondents come from a diverse organization,
but the majority comes from the banking and financial services (23%), mining and
energy (17%), and consumer goods (10%), as shown in Table 11.

Table 6 Type of institutions

Type of the institution Number of respondents Percentage (%)

Private higher education 3 5

Government 4 7

Private enterprise 45 75

State-owned enterprises 8 13

TOTAL 60 100

Table 7 Gender of respondents

Gender Number of respondents Percentage (%)

Male 38 63

Female 22 37

TOTAL 60 100

Table 8 Age group of respondents

Age group Age Number of respondents Percentage (%)

Boomers 56–74 years old 9 15

Gen X 44–55 years old 11 18

Millennials 25–43 years old 38 63

Gen Z < 25 years old 2 3

TOTAL 60 100

Table 9 Respondent’s position in the organization

Positions Number of respondents Percentage (%)

Lower-level management 4 7

Middle-level management 31 52

Staff 6 10

Top-level management 19 32

TOTAL 60 100

16 R. Bhinekawati et al.



5.2 Practices and Employers’ Investment on Employee
Volunteering

The survey found that EV has been practiced by the majority of respondents for more
than 1 year, where the 42% of the respondents have conducted EV for over 6 years,
as shown in Table 12.

The respondents also report the numbers of employees involved in EV, where half
of the respondents (50%) have more than 50 employees per year as volunteers in
their EV programs, of which 20% even have 250 employees or more per year which
is considerably high, as summarized in Table 13.

As presented in Table 14, in terms of the time when the employees conduct their
EV programs, the majority of respondents (60%) report that their employees are

Table 10 Business sizes of respondents

Business size
Number of employees
employeda

Number of
respondents

Percentage
(%)

Microenterprises <10 employees 4 7

Small enterprises 10–49 employees 6 10

Medium-sized
enterprises

50–249 employees 10 17

Large enterprises >250 employees 40 66

TOTAL 60 100
aNote: OEDC categories of company size (https://data.oecd.org/entrepreneur/enterprises-by-busi
ness-size.htm)

Table 11 Types of industry integrating EV as a CSR strategy

The industry of the institutions Number of respondents Percentage (%)

Agriculture and agribusiness 2 3

Automotive 1 2

Banking, insurance, and financial services 14 23

Construction 3 5

Consulting 4 7

Consumer goods 6 10

Education 3 5

Mining and energy 10 17

Health 1 2

Manufacturing 1 2

Pharmaceuticals 2 3

Publishing 1 2

Real estate 2 3

Service 1 2

Shipping 5 8

Technology 2 3

Travel 2 3

TOTAL 60 100
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conducting EV programs both inside and outside working hours. Coupled with the
above figures of Table 13, those reflect generous and serious attitudes of majority of
the respondents toward EV.

As for the stakeholders involved in EV, from multiple answers from the respon-
dents, the survey has captured that EV has actually involved both internal and
external stakeholders of the employers, including the employees, customers,
NGOs, and other social organizations, educational institutions, and local communi-
ties (see Table 15).

The survey also shows that the employers invest in the resources to support EV
activities, including the use of company facilities, the time for employees to do
volunteering activities, the money to support volunteers or to donate, and the training
for volunteers (see Table 16).

When it comes to the types of facilities provided by employers to support EV
programs, the survey captures a variety of facilities, including electronic equipment,
vehicle building, transportations and accommodation, farmland, books, cleaning
equipment, and merchandise (see Table 17).

Table 12 Length of experience in employee volunteering program

Length in conducting EV Number of respondents Percentage (%)

<1 year 9 15

1–3 years 20 33

4–6 years 6 10

>6 (years 25 42

Total 60 100

Table 13 Average participants of employee volunteering program per year

Average participants of EV in a year Number of respondents Percentage (%)

<10 persons 12 20

10–49 persons 10 17

50–249 persons 18 30

>249 persons 12 20

No data or don’t know 8 13

TOTAL 60 100

Table 14 Time of employee volunteering implementation

Time of EV implementation Number of respondents Percentage (%)

Both inside and outside working hours 36 60

During free time or outside working hours 13 22

During working hours 11 18

Total 60 100
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5.3 Measuring Employee Volunteering Outputs, Outcomes, and
Impacts

One of the key success factors of EV is that the programs should be measured. All
respondents measure the outputs of EV quantitatively on the numbers of activities or
the numbers of people receiving benefits from EV programs as presented in Table
18.

Table 15 Stakeholders involved in employee volunteering

Stakeholders involved in EV
Number of respondents (multiple
answers)

Percentage
(%)

Customer of the company 24 40

NGO or other social
organizations

27 45

Employees 60 100

Educational institutions 2 3

Local community 2 3

Government 2 3

Table 16 Employers’ resources to support employee volunteering

Resources of the company
Number of respondents
(multiple answers)

Percentage
(%)

Use of company facilities 58 97

Time off exchange, where the company provides
leave to the employees for volunteering

31 52

Money, as a reward to volunteers or for donations 28 47

Human resources for training or mentoring the
volunteers

43 72

Table 17 Types of facilities provided for employee volunteering

Input (type of facilities)
Number of respondents
(multiple answers)

Percentage
(%)

Electronic equipment, e.g., laptop, projector, etc. 48 80

Vehicle 40 67

Building or venue 33 55

Flight ticket or accommodation 4 7

Agricultural or farmland 2 3

Books 1 2

Cleaning supplies or equipment (boots, gloves, trash
bags, etc.)

1 2

Merchandise for people in the community who
involved in the EV program (e.g., participants in
training or workshop sessions)

1 2
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Table 18 Outputs of employee volunteering

Outputs
Number of
respondents

Percentage
(%)

Number of participants based on the EV activities or
program

3 5

Number of people reached for health services 3 5

Number of local people or community (teaching
community)

11 18

Number of donation to children in needs 3 5

Number of scholarship distributed 1 2

Number of children or students being taught 14 23

Number of public facilities 6 10

Number of entrepreneurs and UMKM 6 10

Number of participants and sponsor in the event 1 2

Number of events 2 3

Number of houses built for the poor 1 2

Numbers of nutritional package 2 3

Numbers of the living environment covered 6 10

Number of worshipers 1 2

TOTAL 60 100

Table 19 Outcomes of employee volunteering programs

Outcomes
Number of
respondents

% of
respondents

Attitudes toward a sustainable environment 10 17

Conditions of public facilities 5 8

Understand the concept of financial literacy 5 8

Quality of home as a place to live 1 2

Employee’s understanding of the culture of local
people

1 2

Entrepreneurial capability 6 10

Improvement of children’s education 6 10

Motivation to pursue higher education 3 5

Better health condition 4 7

Better condition for natural disaster victims 2 3

Nutritional improvement 2 3

Various life quality improvements 6 10

Volunteer understanding of social issues 2 3

Public understanding of the company 3 5

Better company operations 4 7

TOTAL 60 100
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As for the outcomes, respondents measure the changes made through EV pro-
grams as shown in Table 19.

5.4 The Benefits of Employee Volunteering to Employers and
Society

In terms of benefits of EV to the company, the survey supports previous studies
about the internal and external benefits of EV. As shown in Table 20, EV has
contributed to the employers in the aspects of human capital development, organi-
zational citizenship behavior, business performance, and social responsibility of the
organization.

As for the benefits of EV to broader societal and environmental issues as
stipulated in Sustainable Development Goals, the survey found that respondents’
activities relate and contribute to the achievement of the 17 SDGs through EV
activities where companies focus on certain social and environmental issues. Table
19 shows respondents’ contributions to the improvements of environmental quality
and climate change (32%), quality education (23%), economic opportunities and
decent work (20%), eradication of poverty and hunger (13%), and improvement of
health and well-being (12%) (Table 21).

5.5 Challenges and Key Success Factors in Conducting Employee
Volunteering

In terms of challenges in conducting EV, the survey supports previous findings
suggested by BCCC discussed in Sect. 4. Table 22 shows the challenges faced by
respondents in conducting effective EV, relating the major challenges captured, i.e.,
lack of employee engagement (32%) and limited time and fund (27%), with findings

Table 20 Employers’ internal and external benefits of employee volunteering

Internal and external benefits of EV

Number of
respondents (multi-
answers)

Percentage
(%)

Employee recruitment 7 12

Employee retention, morale, or work-life balance 11 18

Employee skill development 33 55

Employee team building 2 3

Public relations, branding, and reputation 24 40

Improved morale and motivation 14 23

Development of caring culture and community service 13 22

Better communication across the company 1 2

Being seen as a good citizen, trust-building with the
community, and gaining a “license to operate”

3 5

Sales and profitability 5 8
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in Table 13. With the average participants of EV program per year, there is an
indication that despite the challenges, half of the respondents have done well in
overcoming them, therefore enabling to attract a good number of employee
volunteers.

Finally, the survey also captures the key success factors for EV implementation
which resonates with the BCCCC and Points of Light assertions discussed in Sect. 4.
The summary of respondents’ views of key success factors is depicted in Table 23.

Overall, the survey on EV implementations in Indonesia provides empirical
evidence that illuminates the linkages between EV motivations, inputs, and activities

Table 21 Employee volunteering contributions to SDGs

Sustainable Development
Goals Activities

Number of
respondents

Percentage
(%)

No poverty and zero hunger Charity event management,
food supplies to surrounding
communities

8 13

Good health and well-being Counseling on health services,
nutrition improvement
programs

7 12

Quality education Book donations, scholarships,
internships

14 23

Decent work, economic
growth, inequalities

Entrepreneurship education,
women entrepreneur
development, financial literacy

12 20

Environmental issues –
Sustainable cities and
communities, climate change,
life on land, life below water

Biopore infiltration holes,
environmental research and
observation, trash cleanup in
tourism areas, waste
management

19 32

TOTAL 60 100

Table 22 Challenges in implementing employee volunteering

Challenges in EV implementation
Number of
respondents

% of
respondents

Lack of employee engagement 19 32

The capacity of the third sector organization 2 3

The knowledge gap between company and its
partners

2 3

Limited time and funds 16 27

Partnerships with community groups 9 15

Permit to execute the program 1 2

Consistency and continuity 4 7

Access to the EV location 1 2

Integration of social and business benefits 2 3

No obstacles yet 4 7

TOTAL 60 100
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conducted by employers and employees, the benefits of EV to internal and external
stakeholders, key success factors and challenges of implementing EV, and overall
impact of EV to SDGs.

6 Discussions

The phenomena of EV in Indonesia support the findings of previous research on EV
in several ways. Firstly, EV as part of CSR program is driven by intrinsic and
extrinsic motivations to serve business needs and societal causes, respectively
(Basu and Palazzo 2008), as illustrated by HR Manager of a Consumer Goods
Company 2, “Our corporate values drive us to care for communities. . .. We work
with communities with mutual respects to solve social issues while helping the
company to achieve its long-term sustainability goals,” and by the Manager of
Private Bank 2, “Our EV programs are designed to involve employees in social
activities aside from their routine work responsibilities.”

Secondly, as suggested by previous studies (e.g., Lukka 2000), EV can be
initiated by the employers and employees, and it can be implemented within and
outside working hours where companies provide supports in terms of facilities and
time off for employees. The survey in Indonesia reveals that the program can be
driven by employees: “Our employee volunteering activities are driven by
employees’ initiatives, and they are integrated into our overall CSR strategy. . . It
makes me feel motivated because I see my company cares about our surrounding
communities” (IT Manager, Insurance Company). Furthermore, the survey shows
that employers allow EV programs to use company facilities, provide time off for
employees involved in EV, give monetary donations for the programs, and provide
training and mentoring for employees to conduct EV.

Thirdly, EV generates internal and external benefits to employers (Cycyota et al.
2016). Internally, EV would enhance employee skills and motivation that lead to

Table 23 Key success factors of employee volunteering programs

Key success factors in EV
Number of
respondents

Percentage
(%)

It focuses on causes for which the company is especially well
suited to support

23 38

A company culture that promotes the employee involvement
in the community

13 22

A good evaluation for the results of the employee
volunteering program

9 15

Sufficient investment or resources from the company 2 3

Levels of involvement or participation from the majority of
employees

5 8

The goals of volunteer project contribute toward the
company business success

8 13

TOTAL 60 100

Employee Volunteering 23



increase their organizational citizenship behaviors (OCB). The survey shows that 33
respondents stated that EV has improved the skills, for instance: “Employee
volunteering has improved our employees’ public speaking skills” (Executive
Director, Central Bank). Furthermore, 11 respondents expressed their pride for
working in company that have EV program, for example: “I am very proud to be
part of my company’s volunteering program as I can make a difference by contrib-
uting directly to improving social conditions” (Senior Analyst, State Owned Com-
pany 1). Externally, EV would increase of company reputation that will attract
potential employees, retain current employees, improve organizational culture, and
strengthen brand equity and eventually increase profitability (Cycyota et al. 2016).
The evidence from Indonesia has sown that EV contributes to the enhancement of
the employers’ public relations, branding, and reputation, in addition to being seen
as a good citizen. Overall, EV have facilitated trust-building with the community and
gaining a “license to operate” which reduce social risks and contribute to higher
profitability.

Fourthly, EV can contribute to the mitigation of the world’s problems if compa-
nies around the globe allow their employees to volunteer (Rodell et al. 2017). The
survey in Indonesia shows that EV contributes to the achievement of SDGs in
eradicating poverty and hunger by providing food supplies to surrounding commu-
nities; in improving good health and well-being by providing counseling on health
services and nutrition improvement programs; in supporting quality education by
donating books and providing scholarships and internships; in facilitating decent
work, economic growth, and reduction of inequalities by providing entrepreneurship
education, women entrepreneurs development, and financial literacy; and in dealing
with environmental issues related to sustainable cities and communities, climate
change, life on land, and life below water by preserving the land, conducting
environmental research and observation and trash cleanup in tourism areas, and
improving waste management system.

Finally, the survey also identifies the key success factors and challenges in
conducting EV. Points of Light (2017) and BCCCC (Boccalandro 2009) suggest
that employers need to have clear vision and strategic goals to tackle the intersection
between the needs of business, employees, and society. The survey found that
majority of respondents agree that EV should be placed within the strategic goals
of the company. For instance: “Employee volunteering is integrated into our corpo-
rate strategy, so we can sustain our program. . . The program has to be aligned with
our overall strategy in entering new market or in promoting our brands to commu-
nity” (Manager, Private Bank 2). As for the challenges, the study found that the
biggest challenges for implementing EV are lack of employee engagement, limited
resources, and difficulties to finding the right partners to collaborate. The Depart-
ment Head of Private Bank 3 mentioned: “We still have challenges in attracting
employees to join our employee volunteering program,” and a Group Head of an
Agribusiness Company said: “Finding suitable local champions and partners to
collaborate is one of the main challenges in our employee volunteering.”

Overall, a linkages between CSR strategies; benefits of EV to the employers,
employees, and society; and EV impacts in contributing to SDGs can be drawn from
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a combination of empirical evidence from Indonesia and findings from previous
studies on EV. Such a conclusion is discussed in the next section.

7 Summary

This chapter contribute to EV, CSR, OCB, corporate sustainability, and sustainable
development discussions by providing snapshots of important aspects of EV, includ-
ing different terminologies used by researchers and companies; global trends of EV
implementation; effective management of EV; impacts of EV to the employers,
employees, and society; and challenges in EV implementation. This chapter also
highlights EV implementation in Indonesia based on a recent survey designed for
gaining empirical evidence to support this chapter. In conclusion, a virtuous cycle
between EV as part of CSR strategy, corporate sustainability, and SDGs can be
drawn. Firstly, the chapter has shown that EV can be applied as a strategic manage-
ment tool of an employer to obtain internal benefits of improving OCB and external
benefits of enhancing stakeholder management and corporate reputation while
solving sustainable development issues. Secondly, the chapter has provided insights
on how employers can implement EV effectively by considering intrinsic and
extrinsic motives of both employers and employees. Thirdly, EV programs have
the potential to contribute to every aspect of SDGs as the activities are conducted at
community level, touching the lives of people directly. The global trends of EV have
shown that over 90% Fortune 500 companies are having EV program, while in
Indonesia, 88% companies in the survey also have EV activities (57% have inte-
grated EV into their CSR strategy). Evidence from Indonesia also shown that EV
programs have dealt with the issues stipulated in SDGs including poverty, hunger,
good health and well-being, education, decent work, economic growth, and inequal-
ities, as well as environmental issues covering sustainable cities and communities,
climate change, life on land, and life below water. Therefore, globally EV can be a
very powerful force for employers around the globe to achieve their economic,
social, and environmental goals simultaneously by contributing to the achievement
of Sustainable Development Goals collectively.
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