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Purpose of Report 
 The purpose of this report is to present Cabinet with the preferred option for a future 
 employee volunteering offer and to present an evaluation of the pilot scheme. 
 
Executive Summary 
 The report covers:  
 

• Links to the ethical framework and co-operative working 

• Benefits of an employee volunteering scheme 

• Legal, insurance and risk implications, and mitigating actions for these  

• Preferred option for a future employee volunteering offer  
 
The report also includes the following appendix: 
 

• Appendix A – Evaluation of the Pilot Scheme 
 
Recommendations 
That Cabinet agree the overall objectives for the Scheme and agree the preferred 
option of a phased approach to roll out of the Scheme set out at section 5.12.
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Cabinet 26 March 2012 
  
 
Corporate Social Responsibility (Employee Volunteering – the future offer) 
 
1 Background 
 
1.1 The Council is committed to becoming a Co-operative Council which is focused 

on changing the way it connects with citizens and communities.  A core 
element of this is the Council’s Ethical Framework. 

 
1.2 The framework identifies employee volunteering as a key tool in achieving a 
 new connection and relationship with communities.  Enabling and encouraging 
 employees to share their professional skills with our communities will bean 
 important element of the volunteering offer. 
 
1.3 This builds on the work approved by Cabinet in March 2011 to enhance our 
 commitment  toward Social Responsibility. This included a Corporate 
 Responsibility Statement which set out our guiding principles to show our 
 commitment to embedding such practice within our everyday business and 
 approval of a pilot employee volunteering scheme alongside three other 
 schemes which demonstrated our commitment towards Social Responsibility.  

 
1.4 Considering our commitments to corporate social responsibility and co-
 operative working, it is clear that a strong employee volunteering scheme will 
 play an important part in the repositioning of the council.  This paper contains 
 proposals for taking the scheme beyond the pilot phase into mainstream ways 
 of working for the Council. 
 
2 Why employee volunteering? 
 
2.1  Employee volunteering schemes are becoming increasingly popular amongst 
  both private and public sector organisations, as a different but effective way of 
  helping to contribute to employee development and to support corporate social 
  responsibility goals.  
 
2.2  There are a number of benefits an employee volunteering scheme will bring to 
  the reputation of the Council, Council employees; and to people and  
  organisations operating in the Borough: 

 
 For the council 
 
2.3 As a business, the council will benefit from more highly motivated and skilled 
 employees, who are better engaged with the communities they serve. Such a 
 scheme would help to improve strategic and informal links with third sector 
 organisations in the Borough. Learning by individuals during placements would 
 also be shared with teams, services and the wider council both informally and 
 formally. An employee volunteering scheme designed as a development 
 opportunity for employees could also lead to reduced internal organisational 
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 training costs as an alternative to existing training options. The Council should 
 also achieve a more positive reputation and improved citizen engagement as a 
 result of its employees’ volunteering in the community.  
 
 For employee volunteers  
 
2.4 Employees will benefit from the training and development opportunities that 
 volunteering offers. Benefits for individuals are wide-ranging, from personal 
 gains such as increased confidence and self-esteem, to soft and hard work 
 skills including leadership, communication, project management, team-working 
 and community engagement. Employee volunteers will be supported and 
 encouraged to take part in opportunities which not only fulfil their philanthropic 
 interests but which also support their personal and professional development 
 needs.  

2.5 Using employees to invest time in the community helps to foster individual 
 commitment and boost morale. Research by the Corporate Citizenship 
 Company found that corporate volunteers become more motivated and are 
 likely to stay longer with the employer. Centrica, for example, found that  
 involvement in its Cardiff  Cares volunteering scheme increased employees' 
 job satisfaction, improved retention and reduced absence due to sickness.  

 For the borough and the Voluntary, Community and Faith Sector (VCFS) 
 
2.6 VCFS organisations in the borough, and the people and places they work with, 
 will benefit directly from such a scheme. In a time of reduced funding, the 
 additional help from volunteers who perhaps would otherwise not participate in 
 volunteering is very much welcomed by the sector. Employee volunteering 
 schemes will help employees gain a greater understanding of the needs and 
 problems of local communities, and therefore contribute to the council’s overall 
 understanding of the issues our communities face. This learning would be 
 captured and actioned through both formal and informal mechanisms. 
 Employee volunteering should also help to spread the spirit of co-operation 
 across the borough, and through leading by example, our volunteering activity 
 may help to encourage other people and businesses to do the same.  
 
3 Key aims and objectives for the scheme 
 
  Key aims for a future volunteering offer are; 
 

- working for a Cooperative Borough – developing and changing the 
relationship between council and citizens to strengthen our communities  

- Increasing staff motivation, developing staff skills, especially 
transferable skills for a new way of working in times of reduced external 
recruitment. 

- Increasing service understanding and connections with communities in 
Oldham. 

- Providing additional capacity to the voluntary sector in the borough in a 
time of reduced funding.  
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4 Current Position 
 
 The Pilot employee volunteering scheme has now ended, for which a full 

evaluation is attached as Appendix A.  This has provided us with valuable 
feedback to help inform the future offer. 

 
5 Options/Alternatives 
 
 The following three options have been considered for the delivery of a future 

employee volunteering scheme: 
 
 Option 1 – Compulsory scheme for employees  

 
5.1 Under this option employees would be required under their Contract of 
 Employment to volunteer for the agreed number of days each year.  As this 
 would require a change to employee’s terms and conditions we would be 
 required to enter into formal consultation with staff via the Trade Unions. 
 
 Benefits 

 
5.2  Implementation of this option would send out a clear message with regard to 
  our commitment toward a Co-operative Future.  It sets out clear expectations 
  of our employees that if you are working for a Co-operative Council you are 
  expected to ‘do your bit’ for the community.  Furthermore, if the scheme  
  is compulsory we are likely to get strong take up figures, thus providing the 
  community with a comprehensive offer of volunteering. 
 
 Risks 

 
 5.3 The Council are already in negotiations with the Trade Unions in relation to

 employee’s terms and conditions in order to achieve the agreed financial 
 savings for 2012/13.  Seeking to introduce a compulsory volunteering 
 scheme alongside the proposed introduction of 3 days unpaid leave creates 
 the potential for confusion between the two schemes.  There are also risks to 
 the achievement of a collective agreement with the Trade Unions, in 
 which case we would have to enter the process of changing contracts 
 individually by way of dismissal and re-engagement with each employee.  
 This would inevitably cause a delay in rolling out the scheme.   

 
5.4 Consideration must also be given to the cost of releasing all employees for 
 the agreed number of days.  If a set number of days are compulsory for all, 
 there will be a cost associated with releasing those employees, with particular 
 issues for front line staff whereby posts must be covered by other staff or 
 agency staff, in order for the service to be delivered. Approximately 36% of 
 council staff are deemed to be front line or in customer facing roles. If backfill 
 is required for all these staff, then this would have significant cost implications 
 to the organisation.  
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5.5 Under the compulsory option there is also the risk, at least in the early phases 
 there would not be enough volunteering opportunities available within the 
 community for such a large number of staff. 

 
5.6 Making the scheme compulsory would arguably diminish the ‘voluntary’ aspect 
 of the scheme, which may mean that we may face some resistance from staff 
 who do not personally wish to volunteer. Staff made to volunteer may not act 
 as the best ambassadors for the council whilst out of the council on 
 placements. 
 

  Option 2 – Non compulsory scheme for employees 
 

5.7 Under this option employees would choose whether they wish to participate in 
 the scheme, which would not require any changes to terms and conditions.   
 The time would be treated in the same manner as any other learning or 
 development day.  Whilst not compulsory, managers would be issued with 
 guidance which would allow them to encourage staff to share professional 
 skills, but understanding that business needs come first. 
 
 Benefits 
 
5.8 Implementation under this option would not require formal consultation with the 
 Unions which would resolve the issues described above in terms of timing, 
 which may result in a more positive perception of the scheme with greater buy 
 in and support from employees.  This would also allow greater flexibility in that 
 managers could balance against allowing their staff time out to volunteer whilst 
 ensuring that business needs are still met and there is a lesser impact on costs 
 associated with releasing staff. 

 
5.9 Furthermore, as this is treated as a learning and development scheme, it 
 allows for a broader set of opportunities for staff encompassing both sharing 
 skills and also learning and developing new skills.  This has proven to be 
 important to staff, as referenced in the evaluation in Appendix A of the report. 

 
5.10 This option is coherent with the general ambience of voluntary work in that it is 
 entirely voluntary, meaning that those who do choose to volunteer are more 
 likely to approach the work with passion, enthusiasm and commitment.  
 

   Risks 
 
5.11 Under a non-compulsory option there will be a risk of reduced take-up in the 
  early phases.  However, by carefully publicising the scheme to our workforce `
  we can help to ensure appropriate levels of take up.  Additionally, to mitigate 
  this risk, there could be a  requirement that managers pro-actively seek to 
  enable employees to participate.    
 
 Option 3 – Phased Implementation (combining Options 1 and 2) 
 
5.12 Under this option we would introduce a phased implementation process over a 
 three year period, with a view to enabling employee volunteering for all Staff 
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 by the end of Year 3 to be part of their terms and conditions.   Although 
 volunteering would not be compulsory initially, there would be a strong 
 expectation that managers would encourage employees to participate in the 
 scheme as far as possible, and at the end of the three year implementation 
 period, volunteering will be embedded into mainstream business practices and 
 Staff terms and conditions across the council.  The scheme will aim to 
 foster a strong culture that volunteering is part  of the way we do business in 
 the council.   
 
5.13 The scheme will be managed as an extension of employee learning and 
 development and integrated into the revised development framework currently 
 being  formulated. This will ensure our commitment to social responsibility and 
 that our ambition for a co-operative future is embedded in the business of  the 
 council. 
 
5.14 The main objective within the first year will be to sign up Senior Managers to 
 the scheme to help ensure buy in from across the organisation, including from 
 the top.  The table below illustrates fully how a phased implementation over 3 
 years could work. 
 
 Benefits 
 
5.15 This option sends out the clear message, as described in Option 1 with regard 
 to our commitment toward a Co-operative Future, but allows the time to embed 
 across the organisation and ensure our systems and processes are in place to 
 ensure the scheme is managed effectively.   
 
5.16 It also allows us to review on a yearly basis in terms of external support, as to 
 whether this is needed and any associated costs which is key within the current 
 financial climate. 
 
 Risks 
 
5.17 Any risk is minimal under this option as it allows time to engage early with the 
 Trade unions and to ensure systems and processes are implemented and 
 ready for the change.  There will always be the risk around back fill for front-
 line posts but this can be mitigated as we will have the time to plan for these 
 eventualities under the phased approach. 

  
 
6 Preferred Option – Option 3 
 
6.1 The preferred option is a phased implementation of a compulsory scheme 

over a three year period. This will ensure our commitment to social 
responsibility and that our ambition for a co-operative future is embedded in 
the business of the council. A three year action plan including milestones will 
be developed in conjunction with the People Service before implementation 
begins.  
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6.2 The following table illustrates how a phased implementation of the scheme 
could be structured. 

 

Year Activity 

Year 1 
2012/13  
 

Target volunteering placements in year 1 to Senior Managers (e.g. EMT, 
Senior Leadership Team and Heads of Service) and New Starters, although 
volunteering will be open to any employee who wishes to undertake 
volunteering – collect wider expressions of interest. This will help ensure 
buy-in from across the organisation including from the top. Establish plans 
in each team / directorate for supporting employee volunteering into the 
future.   
 
Inform the Trade Unions with regard to the phased implementation of the 
scheme that will become permanent. 
 
Establish a ‘baseline’ of employee volunteering already happening in the 
council; to capture community work employees are already involved in – an 
extension of the Love Where You Live campaign. Development of a reward 
and recognition scheme for those who are already volunteering. (e.g. 
Guides, School Governors, Sports Coaches etc)  
 
Establish processes for supporting employee volunteering in the People 
Service, including the allocation of resources and embedding into the 
employee development framework. 
 
Establish a small number of volunteering placements with the external 
broker. Review support from external volunteering broker after year 1 – 
assess whether this support is needed into the future.  
 

Year 2  
2013/14 
 

Continue discussions with Trade Unions.  
 
Extend the scheme within the Council and include volunteering as part of 
the induction of all new employees to the council.  
 
Make plans to customise scheme in services where there may be issues 
with staff having time off. (For example catering and cleaning or parks).  
 

Year 3 
2014/15 
 

By the end of year three, extend the scheme throughout the Council, 
enabling employee volunteering to be embedded throughout the 
organisation. This initiative will be further embedded into key management 
processes including induction, appraisal, and our performance framework. 
Volunteering is an important and integral part of the way we do business in 
Oldham.  
 

 
 

  7 Managing the Scheme 
 

7.1 There are two elements to consider with regard to the level of support required 
 in managing the scheme which are in-house and external support.  It is 
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 proposed that wherever possible it is managed on a self service basis (for 
 example through the appraisal process), in order to give the scheme a greater 
 chance in remaining sustainable for the future. In order to run a sustainable 
 and effective employer-supported volunteering scheme, we will need additional 
 resources to provide the necessary support arrangements to the scheme. This 
 will include: 

 

• Sourcing, brokering and arranging volunteering opportunities for 
employees 

• Supporting and facilitating employees to volunteer 

• Liaising with local voluntary organisations 

• Promotion 

• Evaluation and reporting 
 

 7.2 For any in-house support that might be required, it is proposed the scheme is 
 managed within the People Service.  The way in which it will be managed is a 
 key part of the services and responsibilities within the newly agreed People 
 Framework, which sets out the high level direction as to how we will develop 
 our workforce, our people services, policies and processes to make a real 
 difference to our business over the next 2 to 3 years.  The scheme also fits 
 well with each of the following ambitions: 

 

• To become an Employer of Choice (the scheme offers a 
development opportunity which can both attract and retain 
individuals) 

• Further develop our organisational culture (by working more 
collaboratively with our communities) 

• Building organisational capability (by allowing employees an 
opportunity to benefit our communities). 

 
7.3 With regards to volunteering that requires a CRB check, it is proposed that the 
 volunteering scheme minimises the need for these types of placements. CRB 
 checking can be a lengthy process which can take up to three months. 
 Volunteers can not usually commence volunteering until their CRB check has 
 been completed and for this reason CRB checking is sometimes cited as a 
 disincentive to volunteer. In addition, there is a cost in CRB checking as each 
 application for CRB disclosure costs the Council £35. More importantly, CRB 
 disclosures are not currently transferable across different organisations, and 
 the organisation accepting the volunteer would most usually need to acquire 
 their own CRB for the volunteer.   
  
 
 External Support 
  
7.4 It is proposed that any external support within the first year is kept to a 
 minimum.  For an approximate cost of £5000 for the year an external 
 volunteering brokerage service can source and create a menu of opportunities 
 / organisations in the borough willing to take part in such a scheme, as well as 
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 ensuring that organisations taking part have all the necessary risk and 
 insurance arrangements in place.   
 
7.5 The scheme would be managed and administered by the council, and the 
 council would provide general support to line managers and employee 
 volunteers.   By involving an external volunteering brokerage service in 
 supporting a volunteering scheme, it would make use of the expertise and 
 knowledge they have of the sector and the already established linkages they 
 will have with the VCFS in Oldham.  
 
7.6 The need for external support and any necessary funding will then be reviewed 
 on a yearly basis, until full implementation. 
 
8 Financial Implications  
 
8.1 The cost of implementing the scheme for year 1 would be approximately 

£5000 for support from an external volunteering broker.  
 
9 Legal Services Comments 
 
9.1 Work by an employee, when done in the employee’s “own time”, means that 
 the employee is not covered by the council’s insurance, unless special 
 arrangements are made with the insurers. Such placements under the 
 proposed scheme should be arranged on the basis that the employee and the 
 host organisation understand that the employee is not there on behalf of the 
 council. Whether the host has appropriate insurance can be checked as part of 
 a risk assessment undertaken by the council. 
 
9.2 Generally, the more involved the council has been in facilitating a volunteering 
 opportunity, the greater its responsibility for the health, safety and wellbeing of 
 the volunteer whilst he or she is carrying out voluntary work and the greater its 
 liabilities. The organisations who host volunteers will have their own 
 responsibilities for issues such as health and safety, as will the volunteers 
 themselves. 
 
9.3 If for any reason the voluntary work done by the employee is in fact a service 
 supplied by the council, in effect amounting to a secondment, the council’s 
 insurance should be checked to ensure that appropriate cover is in place. This 
 might arise in any cases where a person’s volunteering takes place “in work 
 time” to such an extent that the reality is that the council is providing the 
 service. It will also arise if an employee is directed to “volunteer”. Option 1 may 
 give employees some choice over the nature of the work they do under the 
 scheme but in a legal sense would not be voluntary work at all. Instead it would 
 entail fundamental changes to contractual terms and conditions and job 
 descriptions. 
 
9.4 The contract of employment does not prevent employees of the council from 
 undertaking voluntary work in their own time, whether or not under the 
 proposed scheme, but all employees and their managers should be mindful of 
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 the obligation not to bring the authority into disrepute and the requirement to 
 avoid placing oneself in a conflict of interest.  
 
9.5 The brokerage service should be procured within the authority’s contract 
 procedure rules. (Bill Balmer) 
   
 
10 Cooperative Agenda 
 
10.1 A central objective of becoming a Co-operative Council is to better connect 

the organisation with the communities it serves and change the relationship to 
one of mutual benefit.  An employee volunteering scheme provides the perfect 
opportunity to reconnect our Staff with our Communities by sharing their 
professional expertise and skills for the benefit of those Communities.  
Employee volunteering should also help to spread the spirit of co-operation 
across the borough, and through leading by example, our volunteering activity 
may help to encourage other people and businesses to do the same. 

 
 
11 Risk Assessments 
 
11.1 The council will remain responsible for the staff member whilst they are on 
 their  placement. Therefore applicants are asked to declare any underlying 
 problem, such as an injury, that may prevent them from doing certain tasks. 
  
11.2 The Council should seek to avoid arranging opportunities for its employees to 
 offer voluntary consultancy or professional advice in a voluntary capacity to 
 third parties.  In such instances, it is advised to that the legal team and the 
 risk management and insurance team are consulted at the earliest possible 
 opportunity. 
 
11.3 If an external broker is used to arrange placements their TOR and any 
 contractual/indemnity arrangements with the council must be clear.  We will 
 also be required to check the insurance arrangements for the external broker. 
 (Barbara Cotton) 

 
11.4 Prior to any member of staff starting their placement, the host organisation will 
 be required to complete a risk assessment, including ensuring the 
 organisation have the relevant employee and public liability insurance. This 
 has been agreed with the Health and Safety Team.  
 
12 IT Implications 
 
12.1 None at this stage. 
 
13 Property Implications 
 
13.1 None. 
 
14 Procurement Implications 
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14.1 None at this stage.   
 
15 Environmental and Health & Safety Implications 
 
15.1 Prior to any member of staff starting their placement, the host organisation will 

be required to complete a risk assessment, including ensuring the 
organisation have the relevant employee and public liability insurance. This 
has been agreed with the Health and Safety Team. 

 
16 Equality, community cohesion and crime implications 
 
16.1 The scheme will be offered to all employees regardless of their age, gender, 

disability, ethnicity, religion, sexual orientation or any other protected equality 
group under the Equality Act 2010. The scheme will also be communicated to 
all employees, to ensure fairness of opportunity to all. Whereby individual 
employees experience barriers to participating in the scheme all necessary 
steps will be taken to resolve the situation appropriately. The scheme will be 
kept under close monitor. 

 
17 Equality Impact Assessment Completed? 
 
17.1 No 
 
18 Key Decision 
 
18.1 Yes  
 
19 Forward Plan Reference 
 
19.1 ACE-11-12 
 
20 Appendices  
 
20.1 Appendix A 
 
 
 
 
 
 
 


