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Feasibility Report On Increasing Community Volunteering Among Employees
There is a recent increase in consumer opinion worldwide on the need for companies to express a socially responsible behavior even if they are solely for-profit companies. Making profit will always remain acritical role for private companies, although recently many of these companies do other things besides making profit.  Consumers expect that companies should operate in responsible ways to address several emerging social issues and participate in environmental conservation. Employees also expect that their employers should exhibit some socially accountable behavior(Rodell, & Lynch, 2016). Employees feel more proud of working for companies that care about how they both impact and contribute to the development of the society within which they operate in. 
In line with this, companies are increasingly adopting employee volunteer programs. These programs involve giving the employees an opportunity to participate voluntarily and actively in activities beyond their specific job requirements and activities that could require the employees to use their resources to help the community.Employee volunteer programs are, therefore, aimed at both helping the community and deepening the relationship companies have with their clients (Dreesbach-Bundy & Scheck, 2017).The initiatives also help with the recruitment of new employees and the enhancement of the current employee commitment to the company and society as a whole.
Requirementsfor Creation of an Organizational Culture of Volunteering
The first and best approach towards increasing community volunteering among employees is the creation of a culture of service by organizations. This can be done by the adoption of policies as well as practices that incentivize and support volunteerism in the work environment. There are,however, specific policies that increase employee volunteering more than others (Hurst et al., 2016; Cycyota et al., 2016). Motivation is a crucial strategy for encouraging employees to volunteer. It is also vital that organizations understand motives for volunteering as the type of activities employees volunteer in, and the volunteer policies can be customized to the employee volunteer needs. These motivations are often classified as social, purpose orientations, and career motivations. The social motivation aspect involves taking into consideration employee social characteristics’ needs like their belongings and self-protective needs. As for career development, offering employees knowledge on career and personal development becomes very motivating to them.
Organizations must, therefore,understand that there are different types of volunteer-oriented employees. The social-oriented employees prefer taking part in a company’s volunteer program on days when there is a chance for peers also to participate. To them, volunteering is a social activity and only becomes enjoyable when donealongside peers, family members, or friends. These types of employees, therefore, need social support both from the employer and from their colleagues during the volunteer exercises for them to perform better. The socially-oriented employees could sometimes be motivated by their unmet social needs at the workplace to participate in volunteering activities.
As for career-oriented employees, they are more motivated by activities that are skill-based and could enable them either nourish their skills or develop new skills. These employees would, therefore, even on a pro bono basis volunteer provided their career will be impacted positively by their engagement in the community volunteer exercises. These employees also prefer volunteering in activities that involve networks of people that can contribute to them improving their skills (Hurst et al., 2016). Sometimes the need to develop some of the unmet skills and knowledge might motivate these employees to participate in volunteer activities that they feel would help them fill these gaps. Such activities as mentoring, board service activities, being involved in a project consulting project, and participating in international volunteer programs often appeal to these employees. These employees also prefer volunteering in activities that will have them gain some formal recognition and would, therefore, prefer volunteering during work hours and sometimes immediately after work.
There are also purpose-oriented employees. These employees are motivated to engage in volunteer activities when the volunteer projects and activities are purely non-profitHurst et al., 2016).These employees would, therefore, volunteer in non-profit based projects that will impact the community positively. These employees also prefer to volunteer in activities that have a long term impact and have long term sustainable contributions to the objectives and performance of non-profit entities. These employees also volunteer in activities involving environmental conservation. At times this type of volunteers prefers to participate in volunteer activities that they perceive as more meaningful than the regular job tasks they do at work. Since these employees have a central motif of creation of a direct impact on communities, they often seek to understand the host organizations, the target communities, and the expected effects of their involvement in the particular volunteer activities they are called upon to take part in.
Organizations and companies must, therefore, understand all the types of employees and call for their support in activities that are most appropriate to the employees. It is also critical that organizations put in place policies that are appealing to multiple motivation needs that their employees have as this would increase their participation in these activities. Each employee will participate because his/her needs are directly met in the process of participating. Policies that appeal to atleast two types of employee volunteer motivations should, therefore, be preferred by companies. For example, policies like paid off time to volunteer activities that develop strong non-profit partnerships would appeal to both the social-oriented and career-oriented employees.
While meeting these needs for the career-oriented and social-oriented employees, the needs of the purpose-driven employees shall also be met as they engage in a mix of volunteer activities. These employees participate provided their participation results in professional and personal development and impacting communities as well as their colleaguespositively. Companies should henceforth create a wide variety of organizational-sponsored volunteer opportunities, programs, and incentives that harness the skills of employees, promote their passion and interests as this would increase the employees’ engagement in community volunteer activities.
Understanding the Company-Level Initiatives Associated With Employee Volunteering
Considering the size of a company, it is vital as it has implications on employee volunteer behavior. The company size influences the company environment and company culture in support of volunteering. Large companies have a prevalence of sponsoring volunteer programs as compared to smaller companies that might not have substantial financial capabilities. Large companies are also more likely to carry out well structured and formal volunteer activities that are anchored into their company governance policies. Large companies also tend to have more robust volunteer programs designed to meet certain ends for the company. The large size of companies favors them as most of them have the financial resources to facilitate volunteer programs. The benefits that companies have as a result of executing volunteer activities also determine whether companies adopt volunteer activities for their employees or not.
Awards and recognition also influence community volunteering among employees. Companies often offer recognition and provide their employees with awards of service upon engaging in volunteer activities. These recognition forms include; recognizing employees through write-ups in company employee newsletters, acknowledging employees, and nominating them as company or community ambassadors. Other forms of awards are also used to encourage and increase employee volunteering. There are both internal and external formats of recognizing employee engagement in volunteer activities. Such include external broadcasting of employee volunteering in either local or national news and also appointing volunteering employees to international volunteer awards. These forms of recognition and awards greatly motivate and encourage employees to engage in community volunteer programs.
Performance reviews are also crucial in employee volunteer programs. According to Turner (2016), more than half of all the companies in the united states of America that were recognized as socially responsible companies by the Points of Light, are those that had some aspects of community volunteering as a critical component of their employee performance reviews. Recognition is thus closely associated with employee volunteering in community activities. Companies that formally institutionalize employee community engagement into their company policies often use performance reviews that are based on employee volunteering (Points of Light, 2016). The inclusion of volunteering experiences in performance reviews highly appeals to career-oriented employees.
The paid time off also influences employee volunteering. Giving employees paid time off to participate in volunteer activities increases their willingness to volunteer. The companies that were recognized as socially responsible in 2016 by Points of Light are those companies that offered their employees some paid time off to volunteer. There is thus a close relationship between community engagement and employee engagement in volunteer activities (Turner, 2016). It is also imperative that companies that provide paid time off for employees to engage in volunteer activities attract employees using diverse motivation measures, like the social-oriented and career-oriented motivations (Points of Light, 2016). This aspect, if integrated into company policies will likely increase the chances of employees participating in community volunteer programs.
Training employees also  their engagement in community volunteer activities. For effective employee volunteer programs to be put in place, the volunteers must be trained and supported accordingly by both leaders and fellow employees of the respective companies they work in. Training is more motivating to career-oriented employees as it contributes to the overall career development of the employees. Most employees perceive volunteer activities as opportunities to acquire new skills. Employees who volunteer for more hours as well as those who engage in more effective  learn a lot of skills besides learning new ways of applying the skills they already have. The trainingcould involve leadership programs like the Kraft Food’s Leadership Performance program, which provides the participants with a five-day course for equipping employees with skills for service-based projects. Cisco also gives Counselor programs and disaster response to employees (Points of Light, 2016). 
Companies also have an opportunity for employees to donate grants in the form of cash to nonprofit organizations at the levels of employee engagement. An example would be an opportunity for an employee to serve as a board member or volunteer to take a specific course. Employees, therefore, give twice to their organizations. Employees give indirectly by volunteering for an organization and directly by donating cash to these non-profit organizations. 
Evaluation
Social motivations appear to be more appealing to most employees. It encourages must employees to participate in community volunteering programs. Policies and activities that cater to the social motivation needs significantly increase the chances of employees engaging in community volunteer programs. It is, therefore, noteworthy that practices of companies as well as policies that cater to the intrinsic needs of employees are more likely to increase community volunteering among employees. Such practices like paid off to volunteer programs, highly motivate employees. Extrinsic practices like those of employees giving to the companies some resources in the form of cash, may however, not be very motivating to employees as the intrinsic practices are(Hurst et al., 2016).Policies that cater to multiple needs of motivations for employees like employee awards and recognition measures also have higher chances of increasing employee volunteering in community projects compared to those that cater to single needs like performance reviews based on employee volunteer experiences. 
Conclusion
Organizations must understand the type of employees they have and customize employee programs to satisfy the needs of all the different types of employees. Employee volunteering is also increasingly becoming an accepted aspect, and companies should adopt it as it gives the company more credibility and improves the community relations with the company. Employees also expect their employers to act as socially responsible organizations and, therefore,highly support the volunteer programs that meet this purpose. Companies should choose the best strategies for increasing the engagement of their employees in community volunteer practices while considering the size of the company and the benefits that come with the volunteer programs.
[bookmark: _GoBack]Recommendations
Companies and organizations that want to increase the community volunteering among their employees should put in place appropriate employee volunteer programs. These programs should, however, take into consideration the size of the organization or company. Large companies with at least two hundred employees would be better placed to enact volunteer programs as policies in their organizations. Smaller companies could be restrained by resources, and volunteer programs may not be very advantageous to them as much as they also should act as socially responsible by conserving the environment.
Companies should also consider putting in place policies and volunteer programs that cater to multiple motivational needs of employees (DaSilva, & Dailey, 2016). For example, companies should choose practices that have intrinsic value to employees and meet at least all the needs of the three different types of employees; purpose-driven, career-oriented, and social-oriented employees. Practices like paid time off to volunteer and training as well as awarding and recognizing employees are the most prevalent practices that increase community volunteering among employees. The practices that cater to the extrinsic motivations of employees are further relevant. However, they might not yield as many positive fruits as does the practices that cater to employee social motivation needs.
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