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INTRODUCTION

For four decades, the Boston College Center for Corporate Citizenship has published the Community
Involvement study to examine the roles, responsibilities, and compensation of people working in corpo-
rate citizenship. In this latest study, 453 respondents from a variety of corporate citizenship positions,
job levels, and industries shared information about their jobs, professional development, and remuner-
ation.

Who are we? " .
What do we Corporate Citizenship

How the firm exercises its rights, responsibilities,

stand for?

obligations, and privileges in the world. How do we show up?

Environmental Social Governance Financial

How we impact our How we impact society How we consider and How we use and create
o natural environment and  across our value chain involve stakeholders capital, including but
categorize how changes and how changes in our (including shareholders) not limited to financial
our results? to the natural environ- society may impact our in decisions about how capital, to add value to

ment can impact our ability to deliver value we create value and miti- the financial economy

ability to deliver value gate negative impact

| |

Where do Operations and CSR

we create | |
impacts?

Value Chain Impacts

How do we

measure up?

Disclosure

Corporate citizenship reflects an outside-in view of how the company exercises its rights, responsibilities, obligations, and
privileges across its operations and corporate social responsibility (CSR) programs. Corporate citizenship professionals
work across the company to create more business and social value and to reduce negative outcomes. No matter what a
company calls this work—ESG, CSR, corporate responsibility, social impact, sustainability—it’s very likely that the profes-
sionals who excel in it are strategic thinkers, great communicators, and adept relationship builders. They are also likely to
work in small—but growing—teams.

Corporate citizenship professionals can use this report as a guide to benchmark compensation and plan professional devel-
opment for themselves and their teams to ensure career success and growth.
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The Business Case for Employee Volunteering Programs

Employee volunteering programs represent a strategic initiative for organizations seeking to enhance

both their corporate social responsibility efforts and workforce engagement. This report presents a

substantiated rationale for implementing and supporting employee volunteering programs,

highlighting evidence-based benefits for both companies and employees.

Of companies 93%

find that employees who

that measure,

volunteer are more
ENGAGED employees

Benefits for Companies

This study reinforces the findings of our
previous studies since 2019 that show employee
volunteering correlates strongly to deeper
employee engagement. Additional research
reveals the benefits that companies enjoy from
more engaged employees.

REDUCED TURNOVER AND COST SAVINGS

A systematic review and meta-analysis of
turnover amongst volunteers involving 117
studies and over 55,000 volunteer workers found
that engagement and organizational commit-
ment were among the strongest predictors of
reduced turnover.! These findings suggest that
organizations implementing volunteering
programs that enhance engagement can expect
significant retention benefits. These findings are
consistent with recent Gallup studies that show
that the top quartile of engaged employees
compared to the bottom quartile are less likely to
leave their jobs and more engaged.2

The relationship between employee satisfac-
tion and organizational performance has been
empirically validated in research showing the
existence of a clear link between these variables,
with more satisfied employees contributing to
more effective organizations.3

ENHANCED EMPLOYEE ENGAGEMENT AND
ProDuUCTIVITY

Recent studies demonstrate a clear connection
between corporate volunteering and workplace
engagement. Research published in Frontiers in
Psychology confirms that the correlation between
workplace volunteering with work engagement, as
employees whose employers offer volunteer
activities are more engaged in comparison with
employees whose employers do not. This enhanced
engagement from volunteering experiences is
associated with improved productivity, job satisfac-
tion, sense of belonging, and performance.4

SKILLS-DEVELOPMENT AND TEAM BUILDING
Skills-based volunteering programs enable
employees to volunteer their specialized skills for

non-profit organizations while developing new
competencies along the way. These programs
operate at the intersection of corporate philan-
thropy and human resources development.

Research examining group processes in
volunteering has found that peer interaction and
communication among volunteers significantly
impacts retention. When volunteering is struc-
tured as a team activity, it helps develop social
bonds among employees, which transfer back to
the workplace.5,6
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ORGANIZATIONAL COMMITMENT

Corporate volunteering initiatives can signifi-
cantly impact organizational commitment,
though research indicates that employee percep-
tions of company motives play a crucial role in
these outcomes. When employees perceive
volunteering programs as authentic rather than
merely for public relations, their commitment to
the organization increases.”

Benefits for Employees

Benefits to companies are not the only
positive outcomes. Employees themselves are
shown to benefit from their own participation in
the following ways:

IMPROVED WELL-BEING AND HEALTH

A comprehensive review examining the
effects of volunteering on social, mental, and
physical health found benefits across all three
domains, with some of the strongest evidence for
improved well-being among volunteers.8

Another meta-analysis of multiple systematic
reviews also found that volunteering leads to
reduced mortality rates and increased physical
and mental functioning, with the benefits being
more pronounced in older age groups.9

PROFESSIONAL DEVELOPMENT AND
CAREER ADVANCEMENT

Peer-reviewed research demonstrates that
volunteer experiences serve as a means of
developing or enhancing several types of

job-related skills, particularly when the volun-
teering is structured through formal corporate
programs.10

A systematic review of the intersection
between skills and employee volunteering found
that these programs enable significant profes-
sional development opportunities through
practical application of existing skills in new
contexts and acquisition of new competencies.1!

WORK-LIFE BALANCE AND MEANINGFUL
WoRk

Research has demonstrated that employee
volunteering induces happiness and cohesion,
which in turn promotes individuals to engage in
improved in-role behavior and helping behavior
at work. This creates a positive feedback loop
between volunteering activities and workplace
performance.12

Volunteering provides employees with a break
from routine work responsibilities, offering
opportunities to develop new skills, build new
relationships, and encounter new challenges.
This renewal experience leads to enhanced
creativity and innovation when employees return
to their regular responsibilities.13

In the Boston College Center for Corporate
Citizenship study, we find that 43% of companies
report measuring the connection of volunteering
to engagement. Among those who measure, 93%
report that employees who volunteer are more
engaged than those who do not.14 The figure on
the following page illustrates the psychological
mechanisms of how this engagement happens.
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Work-Life Balance and Meaningful Work

Provide Benefits to

Provide Benefits to

Provide Benefits to Provide Benefits to Provide Benefits to Provide Benefits to Provide Benefits to

Meet Employee Instill Perceived Reinforce Positive Make Work . IConneEt F"Im Maintain High Atlt-lr.ac; & Retain
Needs Fairness Behaviors Meaningful alues to Employee Energy Levels Igh-energy
Values Employees
Charitable Gift Matching
Child Care Centers Health & Dental Insurance Awards & Recognition Paid Formal Education Wellness Programs Fitness Programs
Awards & Recognition
Adoption Assistance Paid Vacation & Holidays Retention Bonuses Mentoring Nutrition Counseling Food & Refreshments
o . . . Employee Volunteering . .
Student Loan Repayment Paid Sick Leave Referral Bonuses Charitable Gift Matching S Sick/Mental Health Days Flexible Schedule
eferral Bonuses
Hybrid Work Bereavement Leave Paid Upskilling Leadership Development Stress Management Social Activities
Paid Upskilling

Motivation Activation

Employee Engagement

Positive Employee Outcomes Positive Employee Outcomes

Higher Organizational More Citizenship
Commitment Behaviors

Higher Job Performance Better Health et Ao e Lower Absenteeism Greater Safety Greater Profitability

Higher Job Satisfaction Greater Productivity Better Customer Service Lower Turnover

Implementation Best Practices
Based on recent research findings, here are evidence-based approaches for
maximizing the benefits of employee volunteering programs:

1. TAKE THE PLANNING OFF THEIR PLATES

Our survey this year revealed that company-sponsored days of service and involving company leaders
are two practices most highly correlated to volunteer participation. Making it easy for managers to
promote company volunteer events and creating a sense of participation as an expected behavior both
drive greater participation.

2. OFFER FLEXIBILITY IN VOLUNTEERING OPTIONS

Research on volunteer motivation reveals that having a variety of activity options to match different
motivational profiles increases volunteer recruitment, satisfaction, and retention. Similarly, corporate
volunteering programs should offer diverse opportunities to match employee interests and time
constraints.16
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3. INCORPORATE TEAM-BASED VOLUNTEERING

A longitudinal, multi-level study on engaging leadership demonstrated that team resources positively
influence work engagement beyond the effect of personal resources. This suggests that structuring
volunteering as a team-based activity can maximize engagement benefits.l? Our survey this year
supported that finding. Adding team-building or skill-building activities to volunteering offers
managers and employees a double benefit: organizational and personal development.

4. RECOGNIZE VOLUNTEER CONTRIBUTIONS

Research shows that effectively acknowledging volunteer contributions increases retention and
satisfaction. Regular recognition, both formal and informal, of employees’ volunteering efforts
strengthens their connection to both the volunteering program and the organization.18

Recent research strongly supports implementing employee volunteering programs as a strategic
business initiative with mutual benefits for organizations and their employees. From reduced
turnover costs and enhanced productivity to improved employee well-being and skill development,
volunteering programs offer compelling returns on investment while contributing positively to
communities.

By thoughtfully designing and implementing these programs with attention to flexibility, recogni-
tion, and diversity of options, companies can maximize these benefits while strengthening their
position as socially responsible organizations.
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Employee Volunteering Current Practices

“*Letters in the third column connect to the the graphs that follow.

Employee Participation Rates by Type of Program

Average minimum hours of paid volunteer time offered 4 hours E
Average of paid volunteer hours offered to employees 18 hours E
Median of paid volunteer hours offered to employees 16 hours E
Maximum of paid volunteer hours offered to employees 80 hours E
Average % of employees who logged at least 1 hour of volunteer time 31% C
Median % of employees who logged at least 1 hour of volunteer time 26% C
% of companies offering the most common employee volunteer program: paid time off 80% B
Of companies offering paid time off, % that offer it in HQ country 97% B
Of companies offering paid time off, % that offer it abroad 70% B
% of companies offering virtual volunteering 78% A
of companies offering virtual volunteering, % that offer it in HQ country 97% A
of companies offering virtual volunteering, % that offer it abroad 66% A
% of companies offering skill-based volunteering 70% D
% of companies that report having a volunteer budget of under $100k 15% G
% of companies that report having a volunteer budget of $100k - $500k 54% G
% of companies that report having a volunteer budget of over $500k 22% G
% of companies that report budget increase 31% F
% of companies that report budget decrease 15% F
% of companies that report flat budget 31% F
% of companies that track volunteer hours 96% H
% of companies that track any form of volunteering (company sponsored of personal) 64% H
Companies that track only company sponsored volunteering 34% H
% of companies that track # of events, activities, projects 34% H
% of companies that use the most common method of collecting employee feedback: 349% I
post-event surveys

% of companies recognizing employee volunteers pubicly 34% K
% of companies offering dollar matches for volunteer hours 34% K
% of companies that measure connection of employee volunteering to employee engagement 4L3% J
Of those who measure, % that find correlation between participation and increased engagement 93% J
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At a glance...

A

% of companies

offering virtual volunteering

78%

offered abroad VS.

in HQ country

offered abroad

% of companies

offering paid time off

80%

Vs. in HQ country

C

Employees who logged
at least 1 hour of
volunteer time

AVERAGE
31 O% iz

MEDIAN60/ upfmm"‘
2 O wx

D

% of companies offering
skills based volunteering

Average hours of
paid volunteer time offered

Up from
I 16 hours
hours  in2023

of paid volunteer hours offered to employees...

MINIMUM

4

MEDIAN

16

MAXIMUM
Down from
120 in 2023

(2 days)

80
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F

Percent of companies that report a budget...

I Increase 31%

l Decrease IS%

31%

mm Flat

G

Percent of companies that report having a

employee volunteering budget of...

546

I 5% 2.2%
o ]
<$100K $100K-$500K >$500K

anies that trqck Vo,

sponso
O“Y p red oy
: Pe
activitie
oS S o

Tracking Volunteering

%
47%
of companies
use the most common
method of collecting

employee feedback:
POST-EVENT SURVEYS

J

(o)
4 3 c%f companies that measure
the connection of employee volunteering
to employee engagement.

Cy
Of companies that measure, 9 3 O

find a correlation between participation
and increased engagement.

of companies recognize
employee volunteers publicly

of companies offer dollar
matches for volunteer hours
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Broad Availability of Employee Volunteer Benefits

In most cases, companies offer most of their employees a broad range of
employee volunteer programs. Some even offer retirees the opportunity to
continue to participate.

Who can participate in the EVP program?

FTE based in FTE not based in .
Part-time

Retirees
employees

headquarters headquarters
country country

| i I
Dollars for Doers 100% 58% 52% 9%

| | o
N fit board
puzrl':zént == 98% 38% 38% 3%

| - I
PTO for . . . )
volunteering 97% 70% 54% 2%

| T T
Virtual

| | T
Tracking acts . 5 . )
of kindness 95% 64% 59% 5%

| I T
Company-wide o . 5 .
day(s) of service 95% 57% 60% 5%

| T T
Skills-based o . . i
volunteering 94% 66% 42% 6%

| e T
Employee

' T _—
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The Connection Between Employee Volunteering and Employee Engagement

FIGURE 01 FIGURE 02
Companies that measure the Did the companies who measured the
connection of employee participation relationship find a positive relationship
to engagement scores between participation in its employee
volunteer program and employee
engagement scores?
7%

57%

. find a positive relationship

. measure

. do not measure . do not find a positive relationship
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in your field?

Looking to get real-time answers
to questions from peers and experts

others with common business interests.

Boston College Center for Corporate Citizenship Advisory
Boards offer opportunities for advanced corporate citizen-
ship professionals to share their expertise and advice with

Advisory Boards are an additional, affordable benefit of BCCCC
membership and are open to all member companies. There are six

boards to choose from: Leadership in Community Involvement, Opportu-
nity, Inclusion and Workforce Engagement, ESG Reporting, Health Equity,
Professional Services Sustainability, and Sustainability in Industrial Value

Chains. To learn more, visit ccc.bc.edu.

FIGURE 03

How does your company measure the relationship between participation

in its employee volunteer program and employee engagement scores?

Use pulse surveys immediately
after volunteer events

Compare engagement survey scores of
volunteers vs. non-volunteers

Don’'t Know/First-Year Program

Use employee focus groups or interviews
to gather qualitative data

Track changes in individual engagement
scores before and after volunteering

Use statistical analysis tools to calculate
correlation coefficients

Use a third-party analytics firm to
assess the relationship

Compare productivity metrics of
volunteers vs. non-volunteers

Analyze retention rates of
volunteers vs. non-volunteers

0%

10%

20%

30%

40%

50%

M
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Which Combination of Programs Yields the Best Participation Rates?

Looking at the correlations between program offerings and employee participation,
four program types seem to contribute more than others to employee participation
and engagement. For program leaders who have limited bandwidth and budget to
manage, this research suggests that prioritizing paid time off, virtual volunteer
opportunities, skills-based volunteering, and company-wide days of service will
yield the best results. Paid time off for volunteering is most highly correlated to
participation.

FIGURE 04

Correlation between offering an EVP program and EVP overall participation

Paid time off

Virtual volunteering

Skill based volunteering

Company wide days

Dollars for Doers

Tracking acts of Kindness

Pro Bono Service

Nonprofit Board Placement

i)

o

0.05

o
—h

0.15

o
¥

0.25

o
o

0.35

o
*
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Though time off for volunteering is most highly correlated to participation, many
companies do not offer this benefit. The larger the company, the more likely
employees are to be offered different types of employee volunteer benefits.

FIGURE 05
Programs offered by company revenue

. Large company ($5B or more) Medium company ($1B to less than $5B) . Small company (less than $1B)

Virtual volunteering

Paid time off for volunteering*

Skill-based volunteering

Nonprofit board placement

Dollars for Doers

Company-wide day(s) of service

Pro bono service

Tracking acts of kindness

Employee Service Corps

0% 10% 20% 30% 40% 50%

*Does not include company-wide days of service.

**Actions that benefit others but are not conducted though a formal organization e.g., helping an elderly neighbor shop for groceries.

Survey data suggest that companies seeking to improve their volunteer partici-
pation rates could consider company-wide days of service and paid time off to
increase participation.
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Employee Participation Trends
PARTICIPATION IS DECREASING

Across the board, companies are struggling to maintain employee participation in volunteering—
or at least to track their participation. This aligns with national data. Formal volunteering rates have
rebounded since the pandemic, but the average hours per volunteer have decreased, according to the
U.S. Census Bureau and AmeriCorps. Some areas have seen a full recovery to pre-pandemic levels,

while others still lag behind.19

FIGURE 06

Employee volunteer participation

B 2025 . 2023 B 2019

Median

Average

Minimum

0% 5% 10% 15% 20% 25% 30% 35% 40%
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The larger the company, the lower the employee particpation rate.
FIGURE 07

Employee volunteer participation by revenue <$1B

. 25th percentile to median . Median to 75th percentile W Median O Average

33%

2023

L4%

2025 |

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Smaller companies have the highest rates of participation. Their trend over
time tells a mixed story. Though the average participation reported by respon-
dents is slightly lower than in the last survey, the median is 33% higher. This
suggests that more companies are experiencing higher volunteer engagement
than in our last survey.

FIGURE 08
Employee volunteer participation by revenue $1B-$5B

. 25th percentile to median . Median to 75th percentile W Median O Average

25%
v

2025

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%  100%
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Medium companies show a much higher maximum participation rate in our
2025 survey, but both the median and average rates are lower than they were
in 2023, suggesting that more companies are experiencing lower participation.

FIGURE 09
Employee volunteer participation by revenue >$5B

25th percentile to median . Median to 75th percentile ¥ Median O Average

17%

s |— R |

19%
v
s |- =
0% 10% 20% 30% L0% 50% 60% 70% 80% 90% 100%

Though large companies had the lowest overall median and average participation
scores, they were the only group that saw increases in both median and average
participation rates.

Curious how your industry stacks up?
Check out the industry decks for more
data from your field! The industry decks
will be available on ccc.bc.edu following

the live webinar on September 10, 2025.
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Employee Participation Rates by Type of Program

Skill-based Nonprofit board PTO for Virtual Dollars for
volunteering placement volunteering volunteering Doers

Average

75th percentile

98% 50%

23% I 5%

26% 8%
1% 1%

33%

3%

5%

1%

9% 50%
22% 10%
26% 14%

1%

B
0%
-

Number of Hours by Company Size

Small Company Medium Company Large Company
(Revenue Less than $1B) (Revenue $1B to $5B) (More than $5B)
17 34 22

52%
.
5%
.
13%

Average

25th percentile

34
.
5 1 4
4 7 4
-
1 3 1
.
0 0 0
R

7
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How Companies Encourage Participation

FIGURE 10

How to encourage Company-wide day(s) of service participation

Internal communications

Leadership involvement and participation
Team-building activities around the service day
Partnering with popular local organization

My company does not offer days of service
Matching the cause to employee interests
Allowing employees to bring family members
Incentives (e.g., prizes, raffles, certificates)
Providing transportation to service sites

Tying participation to performance reviews or bonuses

;ﬂm"“

Participation is mandatory in days of service

0

°
>

10% 20% 30% 40% 50% 60% 70%

FIGURE 1

Correlation between encouraging employee participation in Our survey results confirm

company-wide day(s) of service and EVP overall participation rate  prior research that suggests
that group identity formation

Participation in mandatory

company-wide days of service is key to building a culture of

Team-building activities participation.zo The top three

around the service day

activities that correlate most

Leadership involvement

and participation to increased participation

address expected behaviors

Providing transportation
to service sites

in an organization, the first

Internal Communications being the literal expectation

(e.g., emadils, newsletters)

0 01 0.2 0.3 os Of participation.
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Dollars for Doers

Companies should view “Dollars for Doers” programs as three-way partnerships between businesses,
employees, and community organizations. These programs, which provide grants to nonprofits
where employees volunteer, create meaningful connections that offer benefits beyond traditional
corporate philanthropy.

Why Dollars for Doers? « Effective programs offer grants substantial
enough to motivate participation -- often in

The core rationale for implementing these the range of $250-$500 per employee annually.

programs stems from their ability to amplify Because these programs are intended to drive

employee engagement while simultaneously employee engagement and participation, volun-

supporting community needs. When employees teer commitments of as little as 1 hour or as many

volunteer their time and skills, they develop new as 40 hours may be considered, with most

capabilities, expand their networks, and feel more programs offering ~16 hours.

connected to their communities—and their « They streamline verification processes to reduce

employers. The company's matching grant administrative burden on both employees and

transforms the employee’s personal commitment nonprofits.

into additional tangible support for the organiza-

tion. These initiatives can strengthen employee Because the purpose of these programs is

retention by increasing job satisfaction and connec ~ Participation and engagement, companies should

tion to company values. They can build valuable ~ consider potential equity implications in program
community goodwill and relationships and develop design. Some employees may have time or access

employees' leadership and project management constraints that limit their ability to volunteer.
capabilities through hands-on volunteer experi- Nonprofit organizations serving underrepresented
ences. communities may have fewer connections to
corporate volunteers. Programs can address these
Hallmarks of Effective Programs challenges by offering flexible volunteering options
(including virtual opportunities) and proactively
The most effective Dollars for Doers initia- partnering with diverse community organizations.
tives typically incorporate several key elements. From an impact measurement perspective,

companies should track both quantitative metrics

. Effective programs set clear but achievable (volunteer hours, grant dollars, number of organi-

minimum volunteer hour requirements zations supported) and qualitative outcomes

before grants are awarded. This ensures (employee satisfaction, skill development,

meaningful engagement without creating strengthened community relationships). This

unreasonable barriers. data can help refine program design and

demonstrate value to company leaders.
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Implementation

Clear guidelines are needed around eligible
organizations and activities to ensure alignment
with company values and compliance requirements.
Systems must be in place to verify volunteer hours
without creating undue administrative burden.
Additionally, communication strategies should
effectively promote the program while respecting
that participation should remain voluntary.

Rather than viewing Dollars for Doers simply as
a charitable program, companies should recognize
these initiatives as strategic investments in employee
engagement, leadership development, and commu-
nity relationships. When thoughtfully designed
and implemented, they can create meaningful
value for all stakeholders involved.

What About the Administrative
Burden?

At its core, volunteer time represents an
employee's commitment to community impact,
regardless of the duration. When an employee
chooses to spend even a single hour serving others,
they are acting as an ambassador of their company's
values and creating meaningful connections in
the community. By matching from the first hour,
companies acknowledge and reinforce that all
contributions matter.

This approach aligns with how we think about
other forms of corporate matching. Consider
charitable donation matching programs — most
companies match monetary donations starting
from the first dollar rather than requiring a
minimum threshold. The same logic applies to
volunteer time. Just as we wouldn't tell an employ-
ee their $50 donation is too small to matter, we
shouldn't suggest their two hours of volunteer-
ing are insufficient to warrant recognition.

From a behavioral economics perspective,
immediate reinforcement tends to drive stronger
engagement than delayed rewards. When employ-
ees are engaged and care enough to log hours
and see their volunteer efforts translated into
immediate support for their chosen organiza-
tions, it creates a powerful feedback loop that
encourages continued participation. This
immediate validation can be especially important
for employees who are just beginning to explore
volunteering or who have limited time available.

The administrative burden argument often
cited for minimum thresholds deserves exam-
ination. Modern volunteer management plat-
forms can efficiently track and verify hours,
making it just as easy to process many small
grants as fewer large ones. There will be some
costs, and these should be weighed against the
engagement benefits of broader participation.

Whether you've just entered the corporate citizenship
arena or are a veteran in the field, Boston College Center
for Corporate Citizenship offers the professional
development options you need. We have individual
courses on specific ESG topics and comprehensive
certificate programs in corporate citizenship practice,
management, leadership, and reporting that you can
study online in a self-paced format. Our instructors
bring a wealth of expertise and experience to every
learning program we offer to give you the most relevant,
respected coursework in the field. To find out more and

to enroll, visit ccc.bc.edu.

BOSTON COLLEGE CENTER FOR CORPORATE CITIZENSHIP CARROLL SCHOOL OF MANAGEMENT
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Frequently Asked Questions About Dollars for Doers Programs

Q: WHAT ARE TYPICAL MINIMUM HOUR THRESHOLDS FOR DOLLARS FOR DOERS PROGRAMS?
Most companies set thresholds between 10-40 hours annually before grants are awarded. Some offer
a match for even a single hour. The rationale behind lower thresholds is to encourage broad partici-
pation and make the program accessible to employees with limited volunteer availability. Higher
thresholds (20+- hours) aim to incentivize sustained engagement with nonprofits and ensure
volunteers make meaningful contributions before grants are awarded.

QZ SHOULD COMPANIES USE A SINGLE ANNUAL THRESHOLD OR ALLOW MULTIPLE
SMALLER GRANTS?

Companies can choose between two main approaches. A single annual threshold (such as 40 hours
for a $500 grant) simplifies administration and encourages deeper engagement with one organiza-
tion. Alternatively, allowing multiple smaller grants (such as $25 for every hour, up to a maximum)
provides more immediate reinforcement and allows employees to support multiple causes. The
tiered approach typically generates higher participation rates but requires more administrative
oversight. Some companies allow fractions of hours to be counted once one hour of volunteer time is
logged in the system of record.

Q: How DO COMPANIES TYPICALLY HANDLE VOLUNTEER HOUR VERIFICATION?

For lower thresholds (under 20 hours), many companies accept employee self-reporting. Some
require employee logging AND basic nonprofit confirmation. As thresholds increase, companies
often implement more rigorous verification processes, such as requiring nonprofit supervisor
signatures or using volunteer management platforms. The key is balancing accountability with
administrative efficiency — overly burdensome processes can discourage participation from both
employees and nonprofits.

QZ WHAT FACTORS SHOULD COMPANIES CONSIDER WHEN SETTING MAXIMUM GRANT
AMOUNTS?

Maximum annual grant amounts typically range from $250-$1,000 per employee. Companies
should consider their philanthropic budgets, employee base sizes, and desired participation rates. A
company with 10,000 employees offering $1,000 maximum grants should budget assuming 15-30%
participation rates (based on the BCCCC Community Involvement Study 2025). Some companies
also set department or location-specific budgets to ensure equitable distribution of funds—or they
set a cap against which employees may apply on a first-come, first-served basis and communicate
progress towards the cap.

Q: How CAN THRESHOLDS ACCOMMODATE DIFFERENT TYPES OF VOLUNTEERING?
Companies increasingly differentiate between traditional and skilled volunteering when setting
thresholds. For example, a program might award $10 per hour for general volunteering but $20 per
hour for pro bono professional services. This recognizes the additional value skilled volunteers
provide while still encouraging all forms of community engagement. Some companies also offer
higher grant rates for leadership roles (like nonprofit board service) or strategic partner organiza-
tions.
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Q: SHOULD THRESHOLDS VARY BASED ON EMPLOYEE LEVEL OR TENURE?

While some companies offer enhanced benefits for senior employees or long-term staff, maintaining
consistent thresholds across all employee levels often better aligns with program goals of encourag-
ing broad community engagement. However, companies might consider offering additional match-
ing funds or recognition for employees who significantly exceed baseline thresholds, regardless of
their position.

Q: How SHOULD COMPANIES HANDLE GROUP VOLUNTEERING EVENTS?

Group volunteer events present unique tracking challenges. Companies typically credit actual hours
served rather than total event time and may set lower thresholds for team-based activities to encour-
age participation. Some programs offer bonus grants when multiple employees volunteer together,
recognizing the enhanced impact and team-building benefits.

QZ WHAT ARE BEST PRACTICES FOR SETTING THRESHOLDS FOR PART-TIME EMPLOYEES?
Companies should consider pro-rating thresholds for part-time employees to ensure equitable access.
For example, if full-time employees must volunteer 40 hours annually for a $500 grant, a part-time
employee, or one with less task variety or flexibility, might need fewer hours to trigger a proportional-
ly pro-rated grant. This approach recognizes that part-time staff may have limited availability while
still maintaining meaningful engagement requirements.

QZ How OFTEN SHOULD COMPANIES REVIEW AND ADJUST THEIR TH RESHOLDS?

A review of threshold effectiveness every 2 years is recommended, to examine metrics like participa-
tion rates, average volunteer hours, and employee feedback. Companies should also consider adjust-
ing thresholds to reflect changing workforce dynamics or strategic priorities. However, frequent
changes can create confusion, so modifications should be clearly communicated and implemented at
natural program cycles.

Q: How CAN VIRTUAL VOLUNTEERING BE INCORPORATED INTO THRESHOLD REQUIREM ENTS?
The rise of virtual volunteering necessitates thoughtful threshold design. Companies might consider
setting separate thresholds for virtual and in-person volunteering or implementing additional
verification requirements for remote service. Some organizations have found success offering slightly
higher grant rates for in-person volunteering to account for the additional time commitment while
still maintaining virtual options for flexibility.
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Skills Based Volunteering

Skills-Based Activities Most Often Undertaken by Companies

FIGURE 12
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How Employees' Skills are Matched with Opportunities

FIGURE 13

Skills-based volunteering - How to match employees’ skills opportunities?

Self-selection by employees b d

on posted opportunities
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or volunteer committees
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Nonprofit Board Service
How Nonprofits Benefit from Corporate Volunteer Board Service

1. ACCESS TO SPECIALIZED SKILLS AND EXPERTISE

Skills-based volunteering programs enable employees to volunteer their specialized skills to support
non-profit organizations.2! Corporate board volunteers bring valuable professional expertise in areas
such as finance, marketing, human resources, strategic planning, and governance that many
nonprofits cannot afford to hire.

2. ENHANCED ORGANIZATIONAL CAPACITY

When nonprofits fulfill expectations from both internal and external stakeholders, a positive rela-
tionship between fair pay and organizational commitment becomes much more possible.22 Corpo-
rate volunteers help nonprofits build capacity by strengthening internal systems, improving gover-
nance practices, and implementing professional management approaches.

3. EXPANDED NETWORKS AND RESOURCES
Corporate board members provide nonprofits with access to broader professional networks, potential
donors, and corporate partnerships. Oftentimes, corporations or law firms, for example, will support
pro-bono work done by their staff members.23

4. IMPROVED CREDIBILITY AND LEGITIMACY
Having respected professionals on the board can increase a nonprofit's credibility and attract more
support from the community and stakeholders.

How Companies Benefit from Placing Employees in Nonprofit Board Service
Roles

1. DEVELOPING LEADERSHIP SKiLLS AMONG EMPLOYEES

Board service provides employees with governance experience and strategic thinking opportunities.
Additionally, board volunteers gain experience in the areas of communication, influencing, and
relationship skills.24

2. ENGAGEMENT AND PRODUCTIVITY

Research shows that volunteering intensively, as is the case with board service, can improve wellbe-
ing, which is linked to deepened employee engagement and improved productivity. Nonprofit board
placements often provide opportunities for stretch learning that can enhance an individual’s health
and wellbeing by improving their sense of self, connection to others, and sense of community.25

3. ENHANCED CORPORATE REPUTATION

Placing employees on nonprofit boards demonstrates a commitment to social responsibility and
community engagement, often aligning with a company's values and enhancing its public image.
Studies find that corporate engagement with employee nonprofit board placement can also increase
perceived employer attractiveness.26
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How Employees Benefit from Nonprofit Board Service Experiences
Our survey suggests that while the ways in which employees benefit from
volunteer board service opportunities differs by career maturity, there are
significant benefits for employees at any age or stage.

FIGURE 14

Nonprofit Board Service
What benefits are offered at each job level?
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FIGURE 15

Nonprofit Board Service - My company doesn’t support for these reasons:
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Budgeting for Your Employee Volunteer Program

FIGURE 16

How does your company decide on the budget
for the Employee Volunteering program?
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Tracking Employee Volunteering

FIGURE 17
Does your company track employee participation?
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FIGURE 18
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Collecting Feedback from Employee Volunteers

FIGURE 19

How do you collect feedback for employees?
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Methodology

The Community Involvement Study is a research project of the Boston College Center for Corporate
Citizenship that explores shifting trends in employee volunteering, corporate giving, and other means
of corporate community involvement. This survey has been conducted 15 times since 1995. The 2025
study employs a mixed-methods approach combining primary data collected through surveys with
secondary analysis of publicly available data. This report is based on 453 companies.

Community involvement includes corporate giving, employee workplace giving, and employee volunteering
aspects of corporate citizenship.

Corporate giving includes financial and noncash contributions to 501(c)(3) organizations or public
schools, or the international equivalent of a 501(c) (3) organization. This excludes giving by other
stakeholders such as employees and customers.

An employee volunteer program is a planned and managed effort by a company to provide employees
with organized opportunities to volunteer, means to recognize employee volunteer efforts, or some
combination of both.
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S Build your network
HHH Advance your ideas

Are you a CSR professional looking to share your expertise and advice with others while staying current

on emerging issues and leading-edge practices related to your work? Explore the benefits of serving on a
BCCCC Advisory Board! The boards are available only to Center members and give you an instant ability
to tap into new strategies with your peers. It's also a great way to keep you energized and in the know;

these supportive networks will help advance your ideas and keep you motivated.

B enefits of Serving on a BCCCC Advisory Board

c OLLABORATION
Looking for new strategies? Want to hear about the

experiences of other companies? Participating in an
advisory board will give you access to an exclusive cohort
of peers and professionals where you can discuss and
share best practices.

c HOICES

BCCCC offers a multitude of advisory boards that
focus on several areas that may impact your company,
including ESG Reporting; Community Involvement;
Opportunity, Inclusion, and Workforce Engagement;
Health Equity; Professional Services Sustainability; and
Sustainability in Manufacturing and Retail.

CREDIBILITY
Stepping up on a bigger platform with recognition

from outside of your company gives you
a platform to both showcase and build your CSR efforts.

COMMUNICATIUN
Board members are invited to be named as co-au-

thors of the one or more briefing publications that their
advisory boards release every year.
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To learn more, visit our website ccc.bc.edu
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KNOW MORE.
DO MORE.
ACHIEVE MORE.

Based in the Carroll School of Management, the Boston College

Center for Corporate Citizenship combines the most valuable aspects

of a professional community and the resources of a leading academic institu-
tion for our members. We integrate the perspectives and

experience of some of the leading corporate citizenship professionals

in the field today with management best practices, helping you align your
corporate citizenship objectives and business goals. Center

resources support positive outcomes for your functional area, your organiza-

tion as a whole, and for you as a leader.
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