

Template internal business case for employer-supported volunteering

For employers


Developing a compelling business case is key for securing senior leadership buy-in for the development or expansion of an employer-supported volunteering (ESV) programme.

This template outlines the key sections included in ESV business cases, as well as the types of information typically included in each section. It also offers examples that can be adapted to different organisational sizes and contexts. 

Employers are encouraged to tailor and expand on this framework to reflect their sectors, objectives and financial considerations. The more detailed and specific the evidence provided, the more effective the business case will be. Details for employers to input additional information and/or edit based on their own unique circumstances are highlighted in red.

This resource has been created as part of Scotland’s Employer-Supported Volunteering Framework.

Executive summary

This business case seeks approval to design and implement an employer-supported volunteering (ESV) programme that advances organisational objectives relating to [employee engagement, retention, wellbeing, skills development, organisational culture, social value, reputation]. 

Stakeholders increasingly expect employers to demonstrate meaningful social impact alongside income generation. A well-designed ESV programme provides a practical way to meet these expectations while delivering measurable business benefits.

Research from across Scotland and the UK indicates that ESV programmes can contribute to [improved employee engagement and job satisfaction, reduced absenteeism and presenteeism, increased employee retention and reduced recruitment costs, enhanced brand and competitive positioning, increased social value and ESG / CSR contribution].

It is proposed that the organisation introduces a structured ESV programme that includes: [Un/paid volunteering leave – x days / hours per full-time employee, pro-rata for part time or] that can be used for [Employee-led, individual volunteering; Team volunteering days; Skills-based support; Fundraising for selected charities or community organisations].

Costs to implementing the ESV programme include [opportunity cost of un/paid volunteering leave; staff time to coordinate and administer the programme; health and safety, compliance or insurance checks; partnership or brokerage services; equipment or material costs; subscriptions for employee engagement / CSR portals; volunteer recognition initiatives]. (Add specific numbers where known).

These costs should be considered alongside return on investment. Improvements in engagement, retention and reduced absence can offset programme costs over time (Add specific numbers where known), while strengthened social value reporting and employer reputation can deliver indirect financial benefits through [improved recruitment outcomes, procurement competitiveness].

Key risks of implementing an ESV programme include [low employee participation, operational disruption, health and safety incidents, increased workloads, manager resistance, reputational misalignment, exclusion of some staff]. These risks will be managed through [clear policy and governance structures, defined eligibility and approval processes for taking volunteering leave, leadership sponsorship and communication, partner due diligence and risk assessment, phased implementation or pilot programmes, ongoing monitoring and evaluation].

A structured ESV programme offers a practical, evidence-based mechanism to strengthen both employee engagement and retention and employer reputation. The anticipated returns outweigh manageable risks and costs, making this a strategic investment. Approval is sought to progress to detailed ESV programme design and implementation.

Goals and objectives

The implementation of an ESV programme aligns with several organisational priorities: [select and expand upon those that are relevant, add specific numbers and KPIs where possible]

Workforce & people

· Increase employee satisfaction survey scores by x%
· Reduce employee turnover by x%
· Improve absence rates by x%
· Strengthen leadership pathways


Wellbeing

· Reduce employee burnout
· Support mental health and resilience 

Social value / corporate social responsibility (CSR)

· Deliver measurable social value (e.g. TOM system)
· Strengthen community partnerships across Scotland
· Contribute to local or national priorities (e.g. poverty reduction, employability, environment, etc)

Brand and reputation

· Strengthen brand and stakeholder perception
· Support procurement and social value requirements

Benefits

Research has extensively shown that ESV programmes, when structured and implemented strategically, can benefit all stakeholders: [select and expand upon those that are relevant]

Employers benefit from:

· Improved employee engagement and job satisfaction
· Reduced absenteeism and presenteeism
· Increased employee retention and reduced recruitment costs
· Enhanced brand and competitive positioning
· Increased social value and ESG / CSR contribution

Employees benefit from:

· Stronger colleague and team relationships
· Increased skills development
· Improved health and wellbeing
· Meeting new people and having fun

Volunteer-involving organisations benefit from:

· Increased volunteer capacity
· Access to professional skills
· Increased brand awareness
· New relationships with local businesses


Alternative options

Alternative approaches to addressing [employee engagement, retention, wellbeing, skills development, organisational culture, social value] objectives may include: [select and expand upon those that are relevant]

· Pay increases or bonuses, which can have a high immediate impact, but have a high recurring cost and limited CSR alignment.
· Enhanced wellbeing initiatives, which can address employee burnout, but have a limited external impact on reputation or social value.
· Corporate donations, which are quantifiable for CSR reporting, but have a limited employee engagement benefit.
· Learning and development investment, which supports skills development, but has a limited community impact.

Employer-supported volunteering can uniquely: [select and expand upon those that are relevant]

· Combine engagement, development and social impact
· Deliver measurable financial return through absence reduction
· Strengthen internal culture and external reputation simultaneously

Project scope

The proposed ESV programme consists of [Paid or unpaid] volunteering leave, totaling x days / hours per full time employee, pro-rata for part time

This volunteering leave may be used in a range of ways: [select those that are relevant]

· Employee-led, individual volunteering
· Team volunteering days [organised by HR or CSR teams, or by individual teams across the organisation]
· Skills-based volunteering aligned with professional expertise
· Fundraising for selected charities or community organisations

The volunteering activities will have the following specifications:

· Opportunities must align with our business objectives.
· Opportunities must be within [geographic area].

Roles and responsibilities

The key roles and responsibilities required for implementation of the ESV programme are: [Generally, depending on the size and structure of the organisation, there are various roles associated with the implementation of ESV – select those that are relevant]

· HR / People Team
· CSR or ESG lead
· Health and safety lead
· Senior leadership sponsor
· Line managers

[The responsibilities and tasks that the above roles must do will depend on the model chosen above, for example:

· Employee-led individual volunteering: may only require manager approval and recording through an HR system, or manager / HR time to signpost volunteer opportunities to staff.
· Team volunteering days: may require an HR or CSR team to organise and promote days, or this may be the responsibility of employees who are interested in doing so. Team days will also require more health and safety checks. Managers will need to approve team participation, and a senior leadership sponsor would be ideal to encourage employee participation.
· Skills-based volunteering: this may only require manager approval and recording through an HR system if it’s employee-led, but may require manager / HR / CSR time to connect with charities if employees are to volunteer with pre-approved charity partners.
· Fundraising volunteering: this may require an executive sponsor to ensure strategic alignment, as well as an ESG / HR team to handle relationship management.]

Implementation timeline

The key milestones for implementation of the proposed ESV programme are: [adapt and expand depending on organisational capacity and decision-making timescales]:

· Consultation and design
· Policy approval
· Pilot launch
· Review and refine
· Full rollout

Costs and return on investment (ROI)

Implementing the proposed ESV programme with the resources required to make it a success has costs: [select and expand upon those that are relevant, include specific numbers where possible]

· Opportunity cost of un/paid volunteering leave
· Staff time to coordinate and administer the programme
· Health and safety, compliance or insurance checks
· Partnership or brokerage services
· Equipment or material costs
· Subscriptions for employee engagement / CSR portals
· Volunteer recognition initiatives

While there are costs associated with implementation and management, these should be considered alongside the potential financial return. Evidence suggests employee volunteering can [select and expand upon those that are relevant, include specific numbers where possible, such as by using the Evolve Workplace Wellbeing Calculator, The Royal Voluntary Service’s employee volunteering ROI calculator or the TOMs system]:

· Save £x per employee due to reduced absenteeism
· Save £x per employee due to reduced presenteeism
· Improve job satisfaction by x%
· Strengthen retention by x%
· Increase social value by x%

Risks

Key risks associated with the implementation of the proposed ESV programme include: [select and expand upon those that are relevant, include ratings of likelihood and impact based on your organisation’s circumstances, as well as who is responsible for mitigation]

	Risk
	Possible impact
	Mitigation

	Low employee participation
	Reduced return on investment, reduced employee benefits
	Leadership advocacy and participation; clear ESV policy with simple and clear processes to take part

	Operational disruption
	Service delays
	Clear scheduling rules; requiring manager approval for opportunities completed on work time

	Health and safety incidents
	Legal risk
	Partner vetting; risk assessments

	Manager resistance
	Unequal access to ESV across the organisation
	Clear policies and guidance; strong internal comms promoting the benefits

	Reputational misalignment
	Brand damage
	Laying out partner selection criteria; requiring manager approval for opportunities completed on work time.

	Exclusion of some staff

	Unequal access to ESV across the organisation
	Flexible volunteering formats, combining employee-led, skills-based and team days, and supporting virtual and micro-volunteering.



Governance

The proposed ESV programme will be managed and monitored through the following measures to ensure it is strategically aligned and operates safely and fairly: [select and expand upon those that are relevant]

· Strategic oversight will sit with an [executive sponsor / senior leadership group] to ensure alignment with key priorities and objectives. Day-to-day responsibility will be assigned to a designated lead [HR, People Team, BSG / ESG Lead] who will oversee policy implementation, communications, participation and reporting.
· A formal ESV policy will outline eligibility, approval processes, health and safety information and safeguarding expectations. The programme will operate in line with existing HR, health and safety, equalities and risk management policies.
· Risk management will be regularly reviewed through a documented risk register with mitigation actions and named owners.
· Regular monitoring will assess participation levels, costs and outcomes [monthly, quarterly, annually] to evaluate effectiveness and return on investment. Adjustments will be made as required to increase the programme’s sustainability, inclusivity and strategic alignment.

Appendices

The inclusion of additional documents or analysis frameworks can help you build your case. You may consider including:

· A draft employer-supported volunteering policy.
· GANTT chart: A project management tool that helps lay out all the tasks required to implement a project.
· SWOT analysis: A planning and decision-making tool that identifies the Strengths, Weaknesses, Opportunities and Threats of an organisation or project. 
· A VRIO analysis: An internal analysis tool that supports organisations to take stock of and leverage their resources and capabilities to provide competitive advantages.
[image: Knowledge Gateway Employer Supported Volunteering
]






1
   | Template business case for employer-supported volunteering		
[image: Volunteer Scotland][image: Knowledge Gateway]The Knowledge Gateway is created
and led by Volunteer Scotland
This is a regularly reviewed resource. If you have any suggested updates, please email Volunteer Scotland at hello@volunteerscotland.org.uk


	
	
	




image2.png
Volunteer

Scotland




image3.png
Knowledge
Gateway




image1.png
Know 2 | S
@ Gateway ledge é \S/léll%ngfgrc-ling





