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Abstract 

Employee volunteer programs (EVPs) are becoming increasingly popular among American 

businesses because of the many benefits created by these programs. Young professionals care 

about giving back to their community more than any other population and it is projected that this 

population will be nearly half of the American workforce by the year 2020. This study examined 

the impact EVPs have on young professionals in terms of job satisfaction, organizational 

commitment, and intent to stay with their employer. Responses from (N = 104) young 

professionals throughout central Wisconsin from various professional backgrounds were 

examined. Overall, results revealed that EVPs do positively impact young professionals’ job 

satisfaction and plans for retention. Findings also indicated that job satisfaction and components 

of organizational commitment mediate the relationship between EVPs and intent to stay. 

Practically, these findings provide insight to employers seeking to effectively promote and 

communicate an EVP to their employees not only as a way to recruit and retain young 

professionals, but to benefit the employee, the organization, and the community as well.  
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Chapter 1: Rationale 

Volunteering and community support have been an important part of the American 

landscape for many years. In the 1990s, government and various volunteer organizations put 

efforts in place to encourage Americans to volunteer (Brudney & Gazley, 2006). The National 

and Community Service Act of 1990 created the Commission on National and Community 

Service to support service programs while the National and Community Service Trust Act of 

1993 created additional service programs like AmeriCorps and Senior Corps (Corporation for 

National & Community Service, 2015). The terrorist attacks on September 11, 2001, and 

national disasters that have taken place over the past fifteen years have created a newfound 

motivation within individuals across the country to give back to those in need (Brudney & 

Gazley, 2006). According to the U.S. Bureau of Labor Statistics (2015), approximately 62.8 

million people volunteered between September 2013 and September 2014. Given the number of 

Americans who volunteer, along with the benefits volunteering can bring to individuals, such as 

growth, learning, enrichment, and friendship (Booth, Park, & Glomb, 2009; United Way 

Worldwide, 2015), it is no surprise that corporate philanthropy has become a more common 

practice among businesses.  

Businesses around the country are integrating employee volunteer programs into their 

business plans as part of their corporate social responsibility initiatives (Peloza, Hudson, & 

Hassay, 2009) to support employees and encourage employee involvement in their community 

through the donation of their time, talents, and resources (Hess, Rogovsky, & Dunfee, 2002; 

Zagrzebski, 2001). An employee volunteer program (EVP) provides company support to 

employees who desire to volunteer and become involved within their community (Peterson, 

2004; Wild, 1993). Types of support include offering employees paid time off to volunteer, 
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along with donating prizes, money, or company services to the organization for which the 

employee is involved (Booth, Park, & Glomb, 2009). EVPs are becoming more common among 

American businesses (Hess et al., 2002) with between 55 to 80 percent of businesses having 

some form of EVP in place (Brudney & Gazley, 2006). These types of programs are becoming 

more popular not only because they can enhance the corporate image (Peloza, Hudson, & 

Hassay, 2009), but also because they positively impact employees through improved job-related 

skills, increased morale, and enhanced attitudes at work leading to increased job satisfaction 

(Peterson, 2004; Romano, 1994; Stebbins, 1988). Although the benefits of an EVP can impact all 

employees, there is one population that should be analyzed more thoroughly because of its 

commitment to giving back—young professionals.   

According to the U.S. Bureau of Labor Statistics (2015), there were nearly 80 million 

individuals born between 1976 and 2001 and it is expected that nearly half of the U.S. workforce 

will consist of these young adults by the year 2020 (Brack, 2012). While the term “young 

professional” has a variety of definitions depending on the source, one definition of a young 

professional is a working individual in his or her 20s and 30s (Ehrenfeucht & Nelson, 2012). 

Based on the facts that most individuals graduate from college by the age of 23 and that most 

non-profit organizations with a young professionals group have an age cutoff of 40 (United Way 

Worldwide, 2015), this study defines the term “young professionals” as individuals working in a 

professional setting who are between the ages of 23 and 39.  

Young professionals volunteer more than any other generation throughout history 

(Baranyi, 2011; Burns, Reid, Toncar, Anderson, & Wells, 2008) and report that volunteering and 

helping others is very or somewhat important to them (Burns et al., 2008).  Additionally, young 

professionals tend to have different expectations of their employers than their older co-workers 
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and expect employers to not only provide a livable wage, but also a sense of enrichment and 

fulfillment (Brack, 2012). In fact, the majority of young professionals want to work for a 

company that cares about contributing to and impacting their community (Cone, 2006). Given 

the rate at which young professionals are growing and the significant roles philanthropy plays in 

their professional life, it is crucial for businesses to better understand how EVPs can help recruit 

and retain this population. Retiring baby boomers are leaving many gaps to fill (Kaifi, Nafei, 

Khanfar, Kaifi, 2012); as a result, businesses need to keep young professionals satisfied and 

engaged in order to reduce the costs associated with turnover because 70 percent of this 

population plan to change jobs once the economy changes (Brack, 2012).  

Retention is important to most businesses because hiring and training new employees is 

expensive. On average, it costs businesses approximately $1 million for every 10 professional 

positions hired making turnover an issue that impacts finances, training, and employee 

knowledge as positions are filled with new employees (Ramlall, 2004). The American job 

market has changed so dramatically over the past decade that employee retention strategies are 

shifting in order to place more attention on organizational culture changes and employee support 

programs as tools to recruit and retain employees (Cascio, 2003; Grant, Dutton, & Russo, 2008). 

EVPs are thought to create increased levels of job satisfaction and organizational commitment 

among employees through the benefits they receive when participating in such a program, like 

time off to volunteer and personal and professional growth (Booth et al., 2009; Grant et al., 

2008). While corporate EVPs continue to be offered increasingly across the country (Grant, 

2012), many scholars believe a deeper theoretical and practical understanding of EVPs is needed 

to help guide the creation of policies and practices in order to create programs that focus on the 

employee instead of corporate executives (Benjamin, 2007; Booth et al., 2009; Connors, 1995; 
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Grant, 2012; & Peterson, 2004). However, there is a lack of research that examines how 

successful EVPs are with regard to employee happiness, commitment to their organization, and 

retention (Booth et al., 2009; Grant, 2012).  

This study seeks to further examine the impact EVPs have on young professionals in 

terms of intent to stay, job satisfaction, and organizational commitment. This research provides 

employers further knowledge on how EVPs can benefit an organization, especially as it relates to 

their young professionals, an increasingly growing population within the American workforce. 

Ultimately, this investigation provides a better understanding of how EVPs can enhance 

retention rates. In chapter 2, EVPs are explained in greater detail along with intent to stay in 

order to better understand how participation in EVPs can influence plans for retention. 

Additionally, job satisfaction and organizational commitment are described as they likely have 

an independent and combined influence on intent to stay. At the end of chapter 2, hypothesized 

models are presented and all hypotheses are formulated. Chapter 3 describes the methods used to 

conduct this investigation, and Chapter 4 presents the results of the study outlined. Finally, 

Chapter 5 outlines the findings of the present study, along with contributions and limitations of 

this research. 
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Chapter 2: Theoretical Background 

As previously stated, further research on EVPs is needed to better understand how EVPs 

benefit employees and employing organizations (Booth et al., 2009), especially as it relates to 

intent to stay. There is currently a lack of literature that examines the impact EVPs can have on a 

targeted group of individuals, specifically young professionals. With the rate at which this 

population is growing (Brack, 2012; U.S. Bureau of Labor Statistics, 2015) and the value they 

place on philanthropy (Baranyi, 2011; Brack, 2012; Burns, et al., 2008; Cone, 2006), it would 

benefit businesses to have a better understanding of how EVPs can have an effect on young 

professionals. By examining how an EVP can impact intent to stay, job satisfaction, and 

organizational commitment among young professionals, businesses will have the knowledge 

needed to create, or enhance, an EVP that can be used as a tool to recruit and retain this 

population.  

In this chapter, a detailed description of EVPs is provided in order to understand the 

benefits they can provide for organizations and employees alike. Second, links between EVPs 

and intent to stay are outlined as well as how EVPs impact job satisfaction and organizational 

commitment, and ultimately, intent to stay. Finally, this chapter ends with a look at the 

hypothesized model that was used to guide this study and to examine the relationship of intent to 

stay, job satisfaction, and organizational commitment among young professionals who 

participate in EVPs. 

Employee Volunteer Programs 

As stated previously, an EVP is corporate support offered to employees who desire to 

volunteer their time within their community (Peterson, 2004; Wild, 1993). Employers 

communicate with their employees the type of support offered through these programs including 
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paid time off to volunteer, financial contributions, recognition programs to employees who 

contribute, or a donation of prizes or company services provided to the organization for which 

the employee is involved (Booth et al., 2009; Wild, 1993). Employee volunteerism is an 

important element to a business’s community relations plan (Lesly, 1998) and can enhance 

corporate image (Peloza et al., 2009), as such businesses are implementing EVPs as a way to 

encourage and support employees to get more involved in their community through the donation 

of their time, talents, and resources (Hess et al., 2002; Zagrzebski, 2001).   

Corporate philanthropy has evolved from passive corporate donations into more active 

initiatives like incorporating an EVP into their corporate community involvement initiatives 

(Hess et al., 2002). Corporate community involvement initiatives provide an opportunity for 

businesses to communicate to their key stakeholders, including current and potential employees, 

that they care about their community and want to be more involved (Hess et al., 2002; Kim, Lee, 

Lee, & Kim, 2010; Peterson, 2004; Wild, 1993). These initiatives often times involve an 

increased use of company resources, but align more with the values of the business and the 

desires of those employees who want to be active within their community (Hess et al., 2002). As 

community needs continue to increase, businesses are recognizing how corporate community 

involvement initiatives, like an EVP, can strengthen a company’s image (Kim et al., 2010) and 

bring about many benefits (Wild, 1993).  

The benefits of EVPs are far-reaching and impact the community through the donation of 

the employee’s time and talent, the company by creating more loyal employees, and the 

employee through building teamwork skills (Wild, 1993). Several studies reveal that businesses 

with a philanthropic focus can also benefit from an increase in sales, customer satisfaction, and 

public image (Kim et al., 2010; Sen & Bhattacharya, 2001; Zagrzebski, 2001), which is why 
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integrating EVPs into corporate community involvement initiatives has become more important 

to corporate strategic planning throughout the past several years (Hess et al., 2002). Businesses 

desiring to communicate their philanthropic focus need to establish a solid business plan that 

incorporates community relations, “an institution’s planned, active, and continuing participation 

with and within a community to maintain and enhance its environment to the benefit of both the 

institution and the community” (Lesly, 1998, p. 114). Businesses can become involved in their 

community by donating funds or professional services as well as implementing a corporate 

community involvement initiative like an EVP. More employers are implementing EVPs because 

they not only benefit the community and the business, but the employees benefit as well. (Hess et 

al., 2002).  

Employees who volunteer through EVPs experience increased morale and a greater 

motivation (Points of Light Foundation, 2013), feel more successful at work (Booth et al., 2009), 

and display greater levels of organizational commitment (Peterson, 2004). Furthermore, EVPs 

can reduce absentee rates (Points of Light Foundation, 2013), positively impact retention rates 

(Booth et al., 2009), and serve as a potential recruitment tool (Wild, 1993). EVPs have been 

found to enhance the relationship between employer and employee, as such employers are more 

likely to communicate their support and encourage participation in these programs (Basil, Runte, 

Easwaramoorthy, & Barr, 2009). These benefits provide a clear reason why the amount of 

businesses integrating EVPs into their business plans has increased more than 150 percent over 

the past 20 years (Peloza et al., 2009).  

Although previous research has examined how EVPs impact intent to stay, job 

satisfaction, and commitment separately, it is still unclear how these variables work together to 

influence employees. Additionally, the majority of studies examining EVPs have been 
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qualitative in nature which has provided a descriptive portrait of the alleged benefits associated 

with these programs and their increasing popularity (Booth et al., 2009; Peterson, 2004), but the 

ability to explain and predict outcomes associated with EVPs is lacking. Furthermore, intent to 

stay is a variable most commonly found within the healthcare research analyzing nurse turnover 

intention. This study seeks to address this limitation by examining intent to stay within one 

specific population of individuals who represent a variety of industries. Additionally, instead of 

broadly examining intent to stay, this study focuses specifically on how one program, an EVP, 

can impact intent to stay. Most importantly, prior studies on EVPs examined employees of all 

ages while this study focuses specifically on young professionals as these young adults will soon 

be half of the U.S. workforce (Brack, 2012) making it important for businesses to learn how to 

retain these individuals. In the next section, intent to stay is examined further to better 

understand how EVPs can work to influence employee retention rates as research suggests that 

EVPs likely share both a direct and indirect link with this variable.   

Intent to Stay 

Every day, employees face many factors (e.g. quality of work, job stress, satisfaction, 

home life) that may contribute to their desire to pursue a job opportunity from a different 

employer, or employment in a different field altogether (Cowden, Cummings, & Profetto-

Mcgrath, 2011). If employers want to decrease the likelihood of an employee leaving an 

organization, employers need to recognize how employee turnover happens and ways to reduce it 

(Martin & Kaufman, 2013). Intent to stay is defined as the estimated likelihood of an employee 

maintaining membership within his/her current organization (Cowden et al., 2011; Price & 

Mueller, 1981; Wang, Tao, Ellenbecker, & Liu, 2012). Evidence shows that intent to stay is an 

important predictor of turnover (Mobley, 1981; Price & Kim, 1993; Price & Mueller, 1981; 
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Wang et al., 2012) as it is believed that an individual’s behavioral intention is a strong predictor 

of how that person will ultimately behave (Mobley, 1981).  

Employee turnover takes place when an employee decides to resign from their current 

place of employment leaving a vacancy that needs to be filled by a new employee (Samuel & 

Chipunza, 2009). Turnover can significantly impact an organization through direct and indirect 

costs associated with an employee’s departure (Ramlall, 2004) as businesses not only lose an 

employee, but they lose knowledge and training as well, which can be costly to replace (Ramlall, 

2004; Samuel & Chipunza, 2009). Businesses who experience higher turnover rates spend large 

amounts of money recruiting, hiring, and training new employees (Ramlall, 2004). Expenses 

associated with turnover make retaining or facilitating intentions to stay with an organization 

important to most businesses (Cascio, 2003; Ramlall, 2004; Samuel & Chipunza, 2009).  

Businesses often implement initiatives, like EVPs, in hopes of discouraging their 

employees from leaving the organization by creating an environment where employees feel safe, 

healthy, supported, and rewarded (Cascio, 2003; Samuel & Chipunza, 2009; Van Dyk, 2011). 

Employee retention is extremely important to the overall effectiveness and efficiency of an 

organization (Van Dyk, 2011). If employers have a better understanding of how certain practices, 

like implementing an EVP, can benefit their business and employees (Martin & Kaufman, 2013), 

it is likely that employers will see a reduction in voluntary turnover rates (Meyer & Allen, 1991). 

This is especially true for those who represent young professionals as these individuals are more 

likely to remain with an organization that supports their philanthropic endeavors (Brack, 2012; 

Cone, 2006).  

An EVP can be an important and powerful tool in fostering intent to stay among 

employees as it shows a positive relationship between the employer and employee (Martin & 
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Kaufman, 2013) and demonstrates that giving back to the community is an important part of the 

organizational culture (Peterson, 2004; Wild, 1993). EVPs create many positive outcomes that 

are associated with factors of retention like improving an employee’s job related skills (Peterson, 

2004), creating opportunities to advance in one’s career (Booth et al., 2009; Points of Light 

Foundation, 2013), as well as positively impacting work-life balance (Peterson, 2004). Thus, 

EVPs are likely directly associated with employees’ intent to stay. In addition to this direct 

relationship, EVPs may also influence intent to stay indirectly through job satisfaction. Job 

satisfaction has been found to influence intent to stay which not only produces benefits for an 

individual because he/she is happier, but also for the organization through higher retention rates 

(Chan & Morrison, 2000; Wang et al., 2012) making it important to examine the relationship 

between intent to stay and job satisfaction with regard to EVPs.  

Job Satisfaction 

Job satisfaction is defined as the extent of positive sentiment an employee experiences 

toward an employer and their membership within that organization (Mobley, 1982; Price, 1972; 

Price, 1977). In other words, it is the way an employee feels about his/her job, position, and 

organization (Brayfield & Rothe, 1951) and whether or not he/she likes or dislikes these aspects 

of their job (Spector, 1997). Job satisfaction is a widely researched topic throughout many fields 

of organizational study (Spector, 1997) with various dimensions of satisfaction being researched 

(e.g. work, management, wage, advancement, growth opportunities, etc.) (Price, 1972). EVPs 

have been found to be one element of a job or organization that creates satisfaction among 

employees (Peterson, 2004).  

Many researchers have found that EVPs can improve an employee’s attitude and morale 

(Booth et al., 2009; Peloza et al., 2009; Peterson, 2004; Wild, 1993), all of which have a direct 
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link to job satisfaction (Mobley, 1982). Participation in volunteer activities alone has also been 

found to be a predictor of satisfaction, meaning that employees are more likely to establish 

overall satisfaction in life, both personal and professional, through participation in EVPs (Grant, 

2012).  Furthermore, young professionals are likely to be more satisfied when they feel a sense 

of personal enrichment and fulfillment from the benefits they receive from their employers, like 

flexible work schedules (Brack, 2012) which would allow them time off to volunteer. Some 

studies have found a direct link between EVPs and job satisfaction reporting that employees 

participating in EVPs feel more satisfied with their job (Peterson, 2004; Stebbins, 1988). While 

EVPs are likely to produce satisfaction among employees, a more satisfied employee benefits the 

employing organization in that these individual are more likely to remain within that 

organization.  

In fact, research suggests a positive relationship between job satisfaction and plans for 

retention since a satisfied employee is more likely to remain with an organization than an 

employee who is dissatisfied (Billingsley & Cross, 1992; Chan & Morrison, 2000; Ellenbecker, 

2004; Mobley, 1982; Wang et al., 2012), making it likely that EVPs impact an employee’s intent 

to stay both directly and indirectly through job satisfaction. While many researchers have found 

a link between job satisfaction and intent to stay (Billingsley & Cross, 1992; Chan & Morrison, 

2000; Ellenbecker, 2004; Mobley, 1982; Wang et al., 2012), there is also a link between job 

satisfaction and organizational commitment (Meyer & Allen, 1991; Mowday et al., 1979; 

Mowday et al., 1982) that needs to be examined further with regard to EVPs as some researchers 

believe that job satisfaction leads to organizational commitment (Mowday et al., 1982; Price & 

Mueller, 1981), which is also linked to turnover (Mowday et al., 1982). 
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Organizational Commitment  

Similar to satisfaction, commitment is a topic that has received considerable attention 

across many fields of study, including research on organizational (Meyer & Allen, 1991; 

Mowday et al., 1982; Porter et al., 1974; Salancik, 1999; Staw & Salancik, 1977) and 

interpersonal/relational communication (Johnson, Caughlin, & Huston, 1999; Le & Agnew, 

2003). Across these fields of research, commitment is linked to individual's decisions to stay in 

certain relationships (Johnson et al., 1999; Le & Agnew, 2003; Mowday et al., 1982), whether 

professional or personal. Most models of commitment suggest that reasons to remain within a 

relationship are stronger than reasons to leave one (Le & Agnew, 2003) meaning that the positive 

aspects of a job, like an EVP, may outweigh negative factors, such as less pay, making it likely 

that employees who participate in an EVP will be more committed and likely to remain within 

the organization. Thus, theories of commitment in both personal and organizational contexts 

provide a useful framework for examining outcomes associated with EVPs. 

Within the professional domain, organizational commitment has been found to be an 

important variable used to examine employee behavior and attitude (Meyer & Allen, 1991; 

Mowday, Porter, & Steers, 1982; Salanick, 1977) and is thought to be a reliable predictor of 

turnover (Mowday et al., 1982). Although definitions of organizational commitment vary, it is 

generally defined as the relationship between an employee and his/her organization which may 

impact an employee’s decision to stay or leave the organization (Mowday, Steers, & Porter, 

1979; Mowday et al., 1982). Employees who feel more committed to an organization are more 

likely to stay with that organization than less committed individuals because they feel 

emotionally attached and obligated to do so (Meyer & Allen, 1997). Additionally, commitment 

to an organization is often distinguished along two lines—attitude and behavior (Meyer & Allen, 
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1991; Mowday et al., 1979). The attitudinal approach focuses more on how an individual 

identifies with the goals and values of an organization (Meyer & Allen, 1991; Mowday et al., 

1979), while the behavioral approach focuses on the actions of employees that bind them to their 

organization (Meyer & Allen, 1991; Staw & Salancik, 1977). 

Attitudinal commitment takes place when employees decide to maintain membership 

within an organization because they identify with the goals and values of the organization (Hall, 

Schneider & Nygren, 1970), and it often involves an "exchange" relationship between employer 

and employee. Specifically, desires and needs, like monetary rewards, promotions, and skills 

development, must be satisfied by an employer in order for employees' levels of organizational 

commitment to increase (March & Simon, 1958; Mowday et al., 1982). This type of commitment 

applies to the current investigation since participation in an EVP can be viewed as an exchange 

relationship where young professionals become more committed to their organization in 

exchange for participation in an EVP. In fact, many studies show that one of the many benefits 

of having an EVP is that employees identify more with and become more committed to their 

organization because of the exchange that is taking place (e.g., time off to volunteer, financial 

donation, etc.) (Booth et al., 2009; Grant, 2012; Grant et al., 2008; Peterson, 2004; Wild, 1993). 

Furthermore, attitudinal commitment exists when an employee works toward the goals of the 

organization while also fulfilling personal goals (Hall et al., 1970) meaning that community 

minded young professionals likely want to work for community minded employers (Baranyi, 

2011; Brack, 2012; Burns et al., 2008) as this is how employees become fully integrated within 

that organization (Hall et al., 1970). While attitudinal commitment focuses more on one’s 

character, behavioral commitment focuses more on concrete actions (Meyer & Allen, 1997). 
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Behavioral commitment looks at the active behaviors of an employee as what binds them 

to their organization and impacts organizational commitment (Mowday et al., 1982). These types 

of behaviors, like accepting a job, are identifiable acts that create a psychological obligation for 

an employee to commit to an organization based on that specific behavior (Kline & Peters, 1991; 

Salanick, 1977). Employees who experience high levels of behavioral commitment choose to 

maintain membership within that organization because they feel bound by their actions and 

obligated to follow through with their plans (Mowday et al., 1977; Mowday et al., 1982; 

Salanick, 1977; Staw, 1977). For example, if an employee who participates in an EVP takes time 

off to volunteer, they will feel bound to their organization and obligated to be committed to them 

because they performed a specific behavior like taking time off to volunteer. Furthermore, 

employees become committed because of the exchange behavior that takes place when 

employers allow employees to participate in an EVP. The idea of behavioral commitment fits 

within the present context because employees are more willing to commit to their organization 

when they know that organization is committed to them as well (Meyer & Allen, 1991).  

Employers who provide employees time off to volunteer through participation in an EVP 

demonstrate a real commitment for their community and their employees (Hess et al., 2002). 

Broadly, it appears that EVPs can impact organizational commitment both attitudinally and 

behaviorally. Although insightful, analyzing how EVPs influence an employee’s feelings and 

behaviors separately may overlook how these factors work together to create a more committed 

employee. Meyer and Allen's (1991, 1997) three-component model of commitment provides a 

more in-depth analysis of the commitment process by examining all three forms of commitment 

that an employee may experience at any given time.    
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Meyer and Allen’s three-component commitment model. Meyer and Allen’s (1991, 

1997) approach to organizational commitment integrates attitudinal and behavioral approaches to 

commitment and views commitment as a psychological state that “(a) characterizes the 

employee’s relationship with the organization, and (b) has implications for the decision to 

continue membership in the organization” (Meyer & Allen, 1991, p. 67). Through the integration 

of attitudinal and behavioral approaches of commitment, Meyer and Allen (1991) created three 

components of commitment: affective commitment, continuance commitment, and normative 

commitment. This tripartite schema is similar to model of commitment used across domains, 

including interpersonal/relational communication research (Johnson, Caughlin, & Huston, 1999; 

Le & Agnew, 2003) and can be viewed as one’s desire, need, and obligation to remain within an 

organization, respectively.  

 Affective commitment. Affective commitment is described as the emotional bond that is 

created between employees and their organization, as well as their identification with and 

involvement in the organization, based on the experiences that take place at work (Meyer & 

Allen, 1991, 1997; Van Dyk, 2011). Similar to the broad idea of attitudinal commitment, 

affective commitment is developed based on the extent to which an employee feels their 

organization has satisfied their needs (Meyer & Allen, 1997; Van Dyk, 2011). Employees with a 

strong affective commitment to their organization decide to remain because they want to do so in 

return for their needs being met (Meyer & Allen, 1991; Van Dyk, 2011). Affective commitment 

is the exchange that takes place between an employee who participates in an EVP and their 

organization. EVPs provide many benefits to employees which can help create an emotional 

attachment between an employee and organization (Booth et al., 2009). When an employee 

receives rewards, such as time off to volunteer, they will likely become more committed to their 
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organization and want to remain with that organization (Booth et al. 2009, Grant et al., 2008) 

because of the exchange that has taken place (Meyer & Allen, 1991, 1997; Van Dyk, 2011). 

Continuance commitment. Continuance commitment takes place when employees 

become aware of the costs associated with leaving an organization (Meyer & Allen, 1991). 

Employees feel committed to their organization because of benefits, such as company resources 

used for volunteer efforts, they receive and knowing what they will lose if they decide to leave 

the organization. In other words, they remain within the organization because they need to in 

order to take advantage of the benefits offered (Meyer & Allen, 1991, 1997; Van Dyk, 2011). 

Continuance commitment takes place when employees receive benefits for participation in an 

EVP and, in order to take advantage of these benefits, they need to work for a company offering 

this type of program. Even though there are many businesses across the country offering EVPs 

(Brudney & Gazley, 2006; Peloza et al., 2009), employees could risk losing this type of benefit if 

they decide to seek employment elsewhere. Therefore, employees who participate in EVPs are 

likely more committed to their organization because of what they would lose if they decided to 

leave that organization. 

  Normative commitment. Normative commitment is when employees feel obligated to 

remain with the organization because they believe it is the “right and moral” thing to do (Meyer 

& Allen, 1991, 1997; Van Dyk, 2011). Normative commitment develops when employees feel as 

though their organization made an investment in them, such as paying their tuition or entrance 

fee to a volunteer event, and they now feel obligated to remain as a way to return that investment 

(Meyer & Allen, 1997). Employees who experience a strong normative commitment to their 

organization will remain because they feel they ought to out of indebtedness (Meyer & Allen, 

1991, 1997). An EVP can be viewed as an investment an organization makes in their employees 
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by allowing them the opportunity to volunteer in their community. Companies have EVPs in 

place as a way to generate good will and to help meet the needs of the community, however, 

businesses tend to place more emphasis on serving the needs of their employees when 

implementing EVPs (Benjamin, 2001). As a result, employees likely develop a strong normative 

commitment for their organization because they see the investment the organization makes by 

allowing participation in EVPs where employees are being paid to volunteer, so they feel 

obligated to stay.  

Broadly, it appears that in addition to the direct link between EVPs and intent to stay, 

EVPs are likely also indirectly associated with intent to stay through organizational commitment. 

That is, EVPs engender organizational commitment, which is, in turn, linked to intent to stay.  

The Hypothesized Model and Hypotheses 

Businesses around the country are implementing EVPs into their corporate social 

responsibility initiatives as a way to encourage and support employees to volunteer within their 

community (Peloza et al., 2009). Young professionals are passionate about giving back to their 

community (Brack, 2012; Cone, 2006) making these individuals an important population to 

study when analyzing EVPs because these individuals choose to volunteer more than any other 

generation throughout history (Baranyi, 2011; Burns et al., 2008). Furthermore, it is expected 

that nearly half of the U.S. workforce will be comprised of young professionals by the year 2020 

(Brack, 2012). Therefore, it is important for businesses to recruit and retain these individuals. 

EVPs have been found to increase job satisfaction (Peterson, 2004) and create more committed 

employees (Booth, 2009) making it possible that that the association between EVPs and intent to 

stay is mediated through job satisfaction and organizational commitment.  
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While corporate EVPs continue to be offered increasingly across the country (Grant, 

2012), research on this topic is needed in order to help employers develop programs that are truly 

beneficial to all parties involved (Benjamin, 2007; Connors, 1995; Grant, 2012; & Peterson, 

2004). To my knowledge, there is no research on EVPs that specifically examine young 

professionals making it difficult for employers to understand how to retain a growing population 

in the U.S. workforce through the implementation of EVPs. Furthermore, while previous 

research has provided a qualitative look into how EVPs impact job satisfaction, commitment, 

and intent to stay, it is still unclear how these variables work together to explain and predict 

outcomes associated with EVPs. Previous studies have broadly examined intent to stay within 

healthcare research whereas the current study provides a unique investigation of this variable by 

focusing on young professionals representing various professional fields.  

Based on the research presented and the limitations of previous EVP research, seven 

hypotheses (see Figure 1) are advanced in an effort to gain further knowledge of the impact 

EVPs have on intent to stay, job satisfaction, and organizational commitment among young 

professionals who participate in these programs.  

First, based on EVP research, it is likely that EVPs will share direct associations with 

intent to stay, job satisfaction, and organizational commitment (Booth, 2009; Peterson, 2004). 

Specifically, EVPs will be positively associated with intent to stay (H1), job satisfaction (H2), 

and organizational commitment (H3). Additionally, job satisfaction research has shown a direct 

relationship between organizational commitment and intent to stay (Chan & Morrison, 2000; 

Ellenbecker, 2004; Wang et al., 2012) suggesting that job satisfaction will be positively 

associated with organizational commitment (H4)and intent to stay (H5) among young 

professionals who participate in EVPs. Furthermore, research suggests that organizational 
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commitment (Meyer & Allen, 1991) will be positively associated with intent to stay (H6) among 

young professionals participating in EVPs. Finally, in addition to the direct association EVPs 

share with intent to stay, it is possible that EVPs are indirectly associated with intent to stay, 

such that EVPs engender job satisfaction, which in turn contributes to organizational 

commitment, thus generating intent to stay among young professionals. In other words, the link 

between EVPs and intent to stay is likely mediated through job satisfaction and organizational 

commitment (H7). 

 

 

 

  

 

 

 

 

 

 

 

Figure 1. A serial multiple mediator model with job satisfaction and organizational commitment 
as proposed mediators of employee volunteer programs on intent to stay (see Table 2 for 
estimates). 
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Chapter 3: Method 

 The previous chapter reviewed literature and research on the impact EVPs can have 

among young professionals. Specifically, this study further examines the impact EVPs have on 

young professionals in terms of intent to stay, job satisfaction, and organizational commitment. 

The present chapter details the method used to gather data in order to test hypotheses. The scales 

used to assess relevant variables are described in detail and the full measures are available in 

Appendix A. 

Participants 

Young professionals who volunteer (n = 104) throughout central Wisconsin completed 

the self-administered questionnaire. Of the 104 participants, 73 were women (70.2%), and 31 

were men (29.8%). Participants were, on average, 32.13 years-of-age (range 23 to 39, SD = 4.36) 

and identified primarily as White, non-Hispanic (n = 102 as well as Native American (n = 1), and 

Bi-Racial (n = 1). More than half of the participants reported their relationship status as married 

(n = 63). Other responses included single (never married) (n = 18), in a relationship (n = 14), 

engaged (n = 3), cohabiting (n = 2), and divorced (n = 4). Most of the participants reported never 

having kids (n = 57), however, the number of participants with kids was not much lower (n = 

47). Of the participants who reported having kids, most reported having 1 (n = 20), or 2 (n = 19) 

children in their household while the rest had 3 (n = 7), or 4 (n = 1) children at home.  

The majority of participants reported their education level as college graduates (n = 64) 

while others reported having graduate degrees (n = 29), or some college (n = 11). Participants 

represented various fields of business including government, corporate, financial, entertainment, 

medical, education, and retail. On average, participants were employed at their current job for 

4.17 years (range less than 1 year – 15 years, SD = .60).  
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Participants reported whether or not their employer had an employee volunteer program 

in place with more than half (68.3%) reporting that some type of program is in place, whether 

formal (n = 32), or informal (n = 39) while others reported not having any type of an employee 

volunteer program (n = 33) in place. Participants were asked to report the average number of 

hours spent volunteering per week with the majority reporting 2 hours or less (n  = 75) while 

others reported between 3 to 5 hours a week (n = 19), and 10 or more hours (n = 10) (M  = 2.66 

hours, SD = 3.00).  

Procedures 

After securing approval from the Institutional Review Board at the University of 

Wisconsin – Stevens Point, several methods were employed to recruit young professionals for 

participants, including (a) snowball sampling, (b) online solicitation through local United Way’s 

young professionals groups via Facebook, and (c) direct email. Participants were eligible for 

inclusion in the study if they were between the ages of 23 and 39, had full or part-time 

employment, and were volunteers within their community. Examples of recruitment materials 

appear in Appendix B.  

Informed consent was obtained in accordance with the university’s guidelines on human 

subject research. The informed consent page was posted on the first page of the online 

questionnaire and outlined participants’ rights and confidential nature of the questionnaire (see 

Appendix C). After consenting, participants completed a secured, online questionnaire that 

consisted of 63 questions where participants were asked to choose one of the provided responses. 

The survey, which was confidential and voluntary in nature, took participants an average of 20 

minutes to complete. The following section will outline the measures used in the questionnaire; 

however, the complete questionnaire is available in Appendix A.  
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Measures 

 Participants were first asked to respond to some basic demographic information questions 

about themselves, their job, and their volunteer efforts. See the complete questionnaire in 

Appendix A.   

Employee Volunteer Programs. Participants were asked to respond to questions 

regarding EVPs and the type of support their employer offers employees who wish to volunteer 

within their community. Employer support of volunteering was identified using a 16-item 

measure derived from Hurst’s (2012) survey to determine employer support for volunteering, but 

was altered to use a 5-point Likert scale, 1 = strongly disagree, 5 = strongly agree, to measure 

the level of employer support for volunteering (e.g., “My employer gave me paid time off to 

volunteer” and “My employer gave me approval to change work hours so I could volunteer”). 

The full measure is available in Appendix A. Items were averaged to create a composite score 

for EVPs, with higher scores indicating increased employer support for employee volunteering 

(M = 3.21, SD = .89, α = .92).  

Intent to Stay. Four-items measured intent to stay (Price & Kim, 1993). Sample items 

included “I plan to leave my current place of employment as soon as possible” and “Under no 

circumstance will I voluntarily leave my current place of employment”. Items were measured 

using a 5-point Likert scale, 1 = strongly disagree, 5 = strongly agree and all negatively 

valenced items were reverse scored (see Appendix A for full measure). As in previous studies the 

scale was reliable α = .82. A composite score was created by averaging all scale items (M = 3.62, 

SD = .85), and higher scores indicated employees were more likely to remain with their current 

place of employment.  
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Job Satisfaction. Brayfield and Rothe’s (1951) six-item scale measured job satisfaction 

(Blegen, Vaughn, Pepper, Vojir, Stratton, Boyd, & Armstrong, 2004; Purpora & Blegen; 2015), 

such as “I feel that I am happier in my work than most people” and “I am disappointed that I ever 

took this job”. Items were measured using a 5-point Likert scale, 1 = strongly disagree, 5 = 

strongly agree (see Appendix A for full measure). All negatively valenced items were reverse 

scored and a composite score was created by averaging all scale items (M = 3.66, SD = .74, α = 

.89) with higher scores indicating more satisfied employees. 

Organizational Commitment. Meyer and Allen’s (1997) 18-item organizational 

commitment questionnaire (OCS) was used to assess affective (6 items), continuance (6 items), 

and normative commitment (6 items). Items were measured using a 7-point Likert scale, 1 = 

strongly disagree, 7 = strongly agree and asked questions such as, “I would be very happy to 

spend the rest of my career in this organization” or “Right now, staying with my organization is a 

matter of necessity as much as desire”. The full measure is available in Appendix A. Four items 

were negatively phrased for reverse coding. A composite score for each subscale was created by 

averaging the six items in each subscale separately including affective commitment (M = 5.02, 

SD = 1.30, α = .88), continuance commitment (M = 4.06, SD = 1.07, α = .64), and normative 

commitment (M = 4.70, SD = 1.35, α = .89) with higher scores indicating more committed 

employees who are likely to stay with their employer because they want to, need to, or ought to 

do so, respectively.  
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Chapter 4: Results 

Preliminary Analysis  

Preliminary analyses were conducted to examine if the type of EVPs participants reported 

their employer to have in place (formal, informal, or no EVP) should serve as a control in the 

analyses. An ANOVA was conducted on the dependent variables of job satisfaction, affective 

commitment, continuance commitment, normative commitment, and intent to stay. Analysis did 

not reveal any statistically significant differences in levels of job satisfaction, F(2, 101) = .54, p 

= .58 (r = .073), affective commitment, F(2, 101) = .18, p = .84 (r = .042), continuance 

commitment, F(2, 101) = 1.62, p = .20 (r = .126), normative commitment, F(2, 101) = .39, p = 

.68 (r = .062), and intent to stay, F(2, 101) = .08, p = .92 (r = .028), based on the type of EVP in 

place, specifically formal, informal, or no EVP in place. Finally, bivariate correlations between 

the independent and dependent variables were conducted and are presented in Table 1. 

 

 

 

 

 

Table 1 
 
Correlations Among Independent and Dependent Variables 
 

Variable 1 2 3 4 5 6 
1. Employee volunteer        
programs 

–      

2. Job satisfaction 0.40** –     
3. Affective commitment 0.48** 0.69** –    
4. Continuance commitment -0.12 0.01 -0.05 –   
5. Normative commitment 0.36** 0.55** 0.78** 0.18 –  
6. Intent to stay 0.28* 0.68** 0.77** 0.11 0.69** – 
 

Note. *p < .01, ** p < .001       
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Main Analysis 

 Hayes (2014) SPSS macro PROCESS, specifically the serial multiple mediator model 

(Model 6) was utilized to examine all seven hypotheses. The serial multiple mediator model (see 

Figure 1) allows for an examination of the direct relationship between the independent variable 

(i.e., EVPs) and the dependent variable (i.e., intent to stay), as well as the indirect relationship 

between the independent variable and the dependent variable through the mediators (i.e., job 

satisfaction and organizational commitment), simultaneously (Hayes, 2013). To examine the 

proposed mediated relationships, mediation analyses with bootstrapping was conducted as this is 

the preferred method when using relatively small samples (Preacher & Hayes, 2008). The 

indirect effect was considered significant if zero was not included in the 95% bias-corrected 

confidence interval (BC CI), making it reasonable to claim that the variable is a statistically 

significant mediator (Preacher & Hayes, 2008).  

Three models were ran with a different component of organizational commitment (i.e., 

affective, continuance, and normative; Meyer & Allen, 1991; 1997) serving as one of the 

mediators in each model. The general model is presented in Figure 1 and detailed results for each 

model are presented in Table 2.  
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Table 2 
 
Results from Serial Multiple Mediator Models Estimated Using PROCESS that  Correspond with Paths 
Represented in Figure 1 
 

 

Model A: Affective   
Commitment 

Model B: Continuance 
Commitment 

Model C: Normative 
Commitment 

 
X: EVP X: EVP X: EVP 

 
M1: Job Satisfaction M1: Job Satisfaction M1: Job Satisfaction 

 
M2: Affective Commitment M2: Continuance Commitment M2: Normative Commitment 

 
Y: Intent to Stay Y: Intent to Stay Y: Intent to Stay 

Model path 
estimates Coeff. SE Coeff. SE Coeff. SE 

a1 0.327** 0.075 0.327** 0.075 0.327** 0.075 
a2 0.368** 0.109 -0.175 0.129 0.262 0.136 
a3 1.041** 0.132 0.098 0.156 0.881** 0.164 
b1 0.357** 0.093 0.78** 0.091 0.532** 0.089 
b2 0.414** 0.055 0.086 0.058 0.291** 0.048 
C 0.0264** 0.091 0.264** 0.091 0.264** 0.091 
c’ -0.146* 0.064 0.021 0.076 -0.070 0.066 

Indirect effects Effect 95% CI Effect 95% CI Effect 95% CI 
Ind1 (M1) 0.117 [0.046, 0.228] 0.255 [0.121, 0.427] 0.174 [0.083, 0.295] 
Ind2 (M1 & M2) 0.141 [0.063, 0.264] 0.003 [-0.004, 0.030] 0.084 [0.034, 0.173] 
Ind3 (M2) 0.152 [0.058, 0.272] -0.015 [-0.081, 0.008] 0.076 [-0.003, 0.173] 

 Note. *p < .05, ** p < .01. M1 = job satisfaction, M2 = organizational commitment (affective, 
continuance, and normative commitment). 
 

          

In the first model (Model A in Table 2), EVPs served the independent variable (X), job 

satisfaction (M1) and affective commitment (M2) as mediators, and intent to stay as the 

dependent variable (Y). All paths were statistically significant. Consistent with the first set of 

hypotheses, EVPs were positively associated with job satisfaction (see Table 2, Model A, row 

a1), affective commitment (see Table 2, Model A, row a2), and intent to stay (see Table 2, Model 

A, row c) among young professionals. Job satisfaction (see Table 2, Model A, row b1) and 

affective commitment (see Table 2, Model A, row b2) were also positively associated with intent 
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to stay. Furthermore, job satisfaction was positively associated with affective commitment (see 

Table 2, Model A, row a3). Additionally, examination of the 95% bias-corrected confidence 

interval (see Table 2, Model A, rows Ind1 & Ind3) revealed that zero was not within the range, 

suggesting that job satisfaction and affective commitment independently mediated the 

relationship between EVPs and intent to stay. Additionally, as predicted, the link between EVPs 

and intent to stay was mediated through both job satisfaction and affective commitment, 

concurrently (Table 2, Model A, row Ind2). That is, EVPs were linked to job satisfaction which 

elicited affective commitment that, in turn, influenced their intent to stay with their organization. 

Notably, controlling for job satisfaction and affective commitment revealed a negative direct 

effect on intent to stay. Thus, it seems that EVPs may negatively impact intent to stay among 

young professionals who are not satisfied with their job or affectively committed to their 

organization. 

The second model treated continuance commitment as a marker of organizational 

commitment (Model B in Table 2). Similar to Model 1, EVPs were positively associated with 

intent to stay (Table 2, Model B, row c) and job satisfaction (Table 2, Model B, row a1). 

However, EVPs did not share a statistically significant association with continuance commitment 

(Table 2, Model B, row a2). Additionally, job satisfaction was not linked to continuance 

commitment (Table 2, Model B, row a3), but was positively associated with intent to stay (Table 

2, Model B, row b1). Furthermore, continuance commitment was not associated with intent to 

stay (Table 2, Model B, row b2). In regard to mediation, examination of the 95% bias-corrected 

confidence interval (see Table 2, Model B, row Ind1) revealed that job satisfaction was the only 

significant mediator. In fact, the link between EVPs and intent to stay was no longer significant 
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when continuance commitment was included as a mediator, suggesting that the link between 

these two variables was fully mediated through job satisfaction.  

In the third model (Model C in Table 2), normative commitment was included as a 

mediator (M2). Similar to previous models, EVPs were positively associated with intent to stay 

(Table 2, Model C, row c) and job satisfaction (Table 2, Model C, row a1), but not normative 

commitment (Table 2, Model C, row a2). Job satisfaction was found to be positively associated 

with normative commitment (Table 2, Model C, row a3) and intent to stay (Table 2, Model C, 

row b1). Furthermore, normative commitment was found to be positively associated with intent 

to stay (Table 2, Model C, row b2). Inspection of the 95% bias-corrected confidence intervals 

revealed that job satisfaction independently mediated the link between EVPs and intent to stay 

(Table 2, Model C, row Ind1), but normative commitment did not (Table 2, Model C, row Ind3). 

Consistent with the hypothesis (H7), the link between EVPs and intent to stay was also mediated 

through job satisfaction and normative commitment, simultaneously (Table 2, Model C, row 

Ind2), such that EVPs promoted job satisfaction, which was positively linked to normative 

commitment, which, in turn, influenced employee’s intent to stay. Furthermore, the link between 

EVPs and intent to stay was fully mediated through these mediators as the direct association 

between EVPs and intent to stay (Table 2, Model C, row c’) was no longer statistically 

significant when the mediators were included in the model.   
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Chapter 5: Discussion 

This study sought to provide detailed information to further explain the impact EVPs 

have on young professionals’ levels of job satisfaction, organizational commitment, and, 

ultimately, intent to stay with their current employer. Despite the growth of EVPs across the 

country, previous research on these programs lack empirical data and are more descriptive in 

nature (Benjamin, 2001; Booth et al., 2009; Jones, 2010). The results of this study supported 

several hypotheses suggesting that EVPs do positively impact young professionals’ job 

satisfaction, organizational commitment, and plans for retention both directly and indirectly. In 

the following paragraphs, I will discuss the results of this study to provide an analysis of the 

independent and combined effects of EVPs on job satisfaction, organizational commitment, and 

intent to stay. Next, theoretical and practical contributions of this study will be discussed. 

Finally, some limitations of this study will be addressed along with potential directions for future 

research.  

EVPs and Intent to Stay: Direct and Indirect Relationships 

The first series of hypotheses predicted that EVPs would be positively associated with 

intent to stay (H1), job satisfaction (H2), and organizational commitment (H3). In general, EVPs 

were positively associated with intent to stay and job satisfaction. In other words, participation in 

an EVP appears to directly make young professionals more satisfied with their job and more 

likely to remain with his/her employer. The findings from this study augment previous EVP 

research, which anecdotally stated that EVPs are associated with improving factors of retention 

(Peterson, 2004) and increasing levels of job satisfaction (Booth et al., 2009; Peterson, 2004; 

Jones, 2010), by providing empirical evidence of this association. Furthermore, these results 

emphasize the substantial influence EVPs have on young professionals. Employees develop 
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stronger organizational pride and commitment because their employer satisfied their 

volunteering motives through the implementation of an EVP (Jones, 2010). Young professionals 

are motivated, both personally and professionally, to volunteer and give back to their community 

(Brack, 2012; Cone, 2006); the ability to volunteer through an EVP appears to be associated with 

job satisfaction and organizational commitment as well as positively impacting their plans for 

staying with an organization. Interestingly, however, were findings that demonstrated that EVPs 

were only positively associated with the affective commitment component of organizational 

commitment (Model A), but not normative or continuance commitment.  

Affective commitment has a strong connection to optional activities employees 

participate in outside of work that benefit the organization (Meyer, Stanley, & Vandenberg, 

2013), such as volunteering, so employees who receive rewards (i.e., time off to volunteer) will 

display higher levels of affective commitment because they experience increased levels of 

satisfaction toward their organization driving them to be more engaged in work activities 

(Meyer, Stanley, & Parfyonova, 2012). Specifically, young professionals seem to develop a 

stronger connection to their employer and want to remain because of the incentives they receive 

through participation in an EVP, making them experience more feelings of affective 

commitment. These findings add to EVP research as few studies have examined the relationship 

between EVPs and organizational commitment. While previous research has found that job 

satisfaction leads to organizational commitment, which is likely linked to retention (Mowday et 

al., 1982), this is the first study, to my knowledge, that examines the role organizational 

commitment plays among young professionals who participate in EVPs. Furthermore, results 

reveal that the components of organizational commitment are not equally influenced by EVPs, 
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which has theoretical and practical significance, which will be further discussed in the following 

section. 

The next set of hypotheses examined the relationship between job satisfaction and 

organizational commitment and intent to stay. More specifically, it was predicted that job 

satisfaction would be positively associated with organizational commitment (H4) and intent to 

stay (H5). As expected, results revealed that job satisfaction shared a positive link with intent to 

stay further advancing previous literature stating that increased levels of job satisfaction have 

been found to produce increased retention rates (Chan & Morrison, 2000). However, job 

satisfaction was positively associated with the affective and normative commitment components 

of organizational commitment, but not continuance commitment. Unlike continuance 

commitment, when satisfied or dissatisfied employees choose to stay with an organization 

because of a lack of alternatives, affective and normative components of organizational 

commitment are characterized more by basic motivational factors such as personal growth and 

professional knowledge and skill development (Stanley, Vandenberghe, Vandenberg, & Bentein, 

2013). Ultimately, employees who are more satisfied with their job are likely to experience 

affective and normative commitment because the behavior of working for an organization that 

implements an EVP is consistent with their personal and professional values (Meyer, Stanley, & 

Parfyonova, 2012; Stanley, Vandenberghe, Vandenberg, & Bentein, 2013). Results suggest that 

young professionals who experience greater job satisfaction through participation in an EVP are 

more likely to stay with their employer because they are pleased knowing that their basic needs 

and desires have been met by their employer through participation in this program.  

The next hypothesis stated that organizational commitment would be positively 

associated with intent to stay (H6). These results again revealed that only affective commitment 
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and normative commitment were related to intent to stay. Recent research tends to view 

continuance commitment as a negative form of commitment (Meyer, Stanley, & Parfyonova, 

2012), which may possibly stem from the fact that continuance commitment places strong 

emphasis on the costs associated with leaving an organization and employees feeling as though 

they need to stay with their employer because they have no other options. As such, employees 

reporting higher levels of continuance commitment may be willing to stay with an organization 

because they feel like they lack other opportunities and that they need to stay with their company 

for external reasons, such as keeping their benefits, which results in higher intentions to leave 

their organization (Stanley, Vandenberghe, Vandenberg, & Bentein, 2013). Furthermore, 

employees who experience more continuance commitment may feel trapped in their organization 

(Meyer, Stanley, & Vandenberg, 2013) and less willing to participate in activities outside of 

work that may benefit the organization (Meyer, Stanley, & Parfyonova, 2012). These findings 

contribute to the literature on organizational commitment by revealing the importance of 

examining how discrete elements of organizational commitment function in relation to EVPs and 

intent to stay.   

Finally, the last hypothesis stated that the link between EVPs and intent to stay is likely 

mediated through job satisfaction and organizational commitment (H7). Overall, as predicated, 

results revealed that the association between EVPs and intent to stay was mediated through job 

satisfaction independently as well as through organizational commitment and job satisfaction, 

simultaneously. Ultimately, EVPs have an effect on young professionals’ intent to stay because 

of the impact EVPs have on job satisfaction. That is, EVPs appear to be linked to employees’ job 

satisfaction, which in turn impacts their intent to stay with their current employer. Given that 

satisfaction plays such a significant role between EVPs and intent to stay, it is critical for future 
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EVP research to have a better understanding of how these programs create job satisfaction. 

Furthermore, the link between EVPs and intent to stay was mediated simultaneously through job 

satisfaction and organizational commitment. Specifically, the link between EVPs and intent to 

stay was mediated through job satisfaction and affective commitment and job satisfaction and 

normative commitment. Broadly this means that the relationship between EVPs and intent to stay 

exists because of job satisfaction and affective and normative commitment. Employees who are 

more satisfied with their jobs are more likely to stay because they are happy and have no reason 

to leave. With affective and normative commitment being so closely linked to intrinsic needs 

(Meyer, Stanley, & Parfyonova, 2012), it seems that job satisfaction would work alongside these 

forms of commitment to impact plans for retention because these individuals are acting in 

accordance with their personal beliefs, values, and motives.  

Results further revealed that affective commitment was the only component of 

organizational commitment that independently mediated the relationship between EVPs and 

intent to stay. One possible explanation for these findings is that employees who feel rewarded 

for discretionary and nondiscretionary work activities tend to become more satisfied and 

affectively committed to their organization because they love what they do both in and out of 

work, which all contributes to their plans for retention. These findings are substantial to EVP 

research in that it shows that young professionals who receive employer support to volunteer 

through programs like an EVP seem to experience more affective commitment, which is likely to 

create a strong emotional bond to their employer because of their internal motivation to be 

involved in their community. Surprisingly, the effect of EVPs on intent to stay was not mediated 

through normative commitment when considered independently. Normative commitment is 

when employees feel obligated to stay with an employer because of the investment made by the 
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organization to benefit employees (Meyer & Allen, 1997). Following this definition, it seems it 

would make sense for EVPs to be linked to normative commitment, which would then influence 

intent to stay, however, the results suggested otherwise. Normative commitment has been 

explained as pressure employees experience to behave a certain way (Meyer & Herscovitch, 

2001) making it less likely for the relationship between EVPs and intent to stay to operate 

through normative commitment because young professionals are volunteering because they are 

passionate about it, not because they are being forced to do so. 

Collectively, these results show that employees respond favorably to EVPs in ways that 

may affect retention rates. These results extend previous research by highlighting the influence 

EVPs have on job satisfaction, organizational commitment, and intent to stay among young 

professionals. These findings suggest that a business should implement an EVP because they 

seem to positively impact plans for retention among young professionals, but also because EVPs 

are likely to create more satisfied employees. Ultimately, it seems that an EVP should not be 

implemented solely as an effort to increase retention rates, but because they elicit job satisfaction 

and components of organizational commitment that further lead to intent to stay. With job 

satisfaction being positively associated with intent to stay, as well as mediating the relationship 

between EVPs and intent to stay, businesses implementing EVPs are likely to see an increase in 

retention rates among young professionals. Additionally, these findings have important 

theoretical and practical implications which extend understanding of the positive influence EVPs 

have on job satisfaction, organizational commitment, and intent to stay among young 

professionals.  
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Theoretical and Practical Contributions 

The present study sought to expand research on EVPs by examining the impact these 

programs have on young professionals with regards to job satisfaction, organizational 

commitment, and intent to stay. Overall, the results of this study suggest that EVPs may 

favorably impact young professionals to be more satisfied with their job, which may ultimately 

lead to intent to stay with their organization. Results further concluded that EVPs are more 

strongly linked to affective commitment than continuance or normative commitment. In the 

paragraphs that follow below, the theoretical and practical contributions that findings from this 

study provide will be outlined.  

Theoretical Implications 

Findings from the present investigation advance theoretical understanding of the link 

between EVPs and retention in several important ways. First, current EVP research examines the 

independent impact EVPs have on job related outcomes, such as job satisfaction and retention 

(Booth et al. 2009; Peterson, 2004; Wild, 1993). To my knowledge, this is the first study to 

examine how EVPs effect job satisfaction, organizational commitment, and intent to stay 

together, collaboratively. By examining the effect of these components simultaneously, a more 

complex relationship between EVPs and retention rates emerged. Second, this study extends 

intent to stay research beyond the realm of healthcare (Cowden et al., 2011; Wang et al., 2012). 

Results from the present study suggest that EVPs are an important predictor of intent to stay 

across a variety of professional domains. Given that retention is crucial to a company’s bottom 

line, future research examining aspects of retention on a strict timeline would benefit from 

including intent to stay as a variable of examination because it is a strong predictor of retention 

behaviors (Wang et al., 2012). Although the results from this cross-sectional investigation are 
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informative, a longitudinal study could provide organizational communication scholars some 

useful information to help further the understanding of EVPs and how they can benefit a 

business’s overall corporate structure. Specifically a longitudinal study would provide insight as 

to how certain elements of an EVP impact an employee in various ways. By examining how an 

EVP impacts an employee’s job satisfaction over a long period of time, scholars and employers 

would be able to understand how specific aspects of the program can play a role in an 

employee’s decision to stay with, or leave an employer. Third, these results extend beyond the 

boundaries of organizational communication and have important implications for public relations 

scholars. Specifically, based on the links between EVPs and intent to stay, effectively implanting 

and promoting EVPs can help create positive relations with key stakeholders, internally and 

externally. EVPs create job satisfaction, organizational commitment, and lead to higher retention 

rates impacting internal public relations (Van Dyk, 2011). A company that encourages employee 

volunteering through an EVP can strengthen their image by sending a message to external 

stakeholders that they care about helping the community, as well as their employees (Kim et al., 

2010).  Finally, this study provided further examination of the components of organizational 

commitment and the substantial differences between them. With regards to EVP research, these 

findings revealed that affective commitment is linked to feelings and emotions employees are 

more likely to experience when they participate in activities outside work. EVP research may 

benefit from analyzing affective commitment further as this is the only type of commitment 

effecting intent to stay independently, as well as collaboratively alongside job satisfaction. Since 

EVPs are impacting intent to stay because of job satisfaction and affective commitment, it would 

be useful to clarify what elements of an EVP create job satisfaction and affective commitment. 
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Ultimately, this study provided useful information about how EVPs impact young professionals, 

but future research would benefit from examining how EVPs impact employees of all ages.  

Practical Implications 

It is important for businesses to understand that an EVP should not only be implemented 

for the benefit of the business, but it should be implemented to benefit the employee and the 

community as well. A company that has an EVP in place, or is looking to implement one soon 

needs to focus more on creating a program that increases satisfaction among employees. 

Employees who participate in EVPs seem to be willing to stay with an employer more due to the 

fact that they are satisfied with their job and not just because of the EVP. Employers would 

benefit from future research that examined what specific elements of an EVP increase job 

satisfaction, commitment, or intent to stay. For example, are employees more likely to stay with 

an employer because the EVP they participate in allows them to volunteer during work hours? If 

future research focused more on how specific elements of an EVP impact job satisfaction and 

affective commitment, businesses would know the specific aspects of an EVP that are needed to 

create the most successful program. Building an EVP that creates more satisfied and committed 

employees is likely to elicit further behaviors that will increase retention rates.   

Conclusion 

 Previous research on EVPs has lacked the ability to explain and predict how these 

programs impact employees and businesses alike (Jones, 2010). Furthermore, research has been 

vague in providing statistical information about the benefits created by these programs. The 

present study used validated measures to analyze the way EVPs impact young professionals in an 

attempt to further understand how these programs can impact retention rates. By examining 
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benefits to the employee, this study highlights the value EVPs bring to an organization by 

creating more satisfied employees who want to stay with their organization.   

 Despite the strengths of the present study in extending EVP research as it relates to job 

satisfaction, organizational commitment, and intent to stay among young professionals, the 

limitations of this study must also be addressed. First, although this study focused on examining 

young professionals, further examination of the differences that exist between males and females 

could prove beneficial, as research suggests that women are generally more satisfied at work 

than men (Sloan & William, 2000). Finally, EVP research could benefit from a longitudinal 

study that examines employees over a long period of time within one business. This type of 

study could provide insight as to why employees decide to apply to work for a particular 

company, and why they decide to leave. Despite these limitations, the results from this study 

further enhance theoretical and practical understanding of EVPs and how they impact young 

professionals with regard to job satisfaction, organizational commitment, and intent to stay.   
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Appendix A: Measures 

Impact of Employee Volunteer Programs among Young Professionals Survey 

Thank you for taking the time to participate in this study examining the impact employee 

volunteer programs have among young professionals. 

Demographic Information 

Directions: In the following section, you will be asked to provide information about yourself.  

1. Your age is:  

2. You are a: 

__Female     __Male     __Other 

3. Your level of education is: 

Some high school  

High school graduate, diploma or the equivalent (for example: GED)  

Some college  

College graduate 

Graduate degree 

4. Your ethnic background is: 

White, non-Hispanic 

African-American 

Native American  

Asian 

Hmong 

Other (please specify) 
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5. Your relationship status is: 

Single (never married) 

In a relationship 

Engaged 

Cohabiting 

Married 

Divorced 

Widowed 

Separated 

Other 

 

6. Do you have children? 

Yes 

No 

 6a. Number of children in household: (if yes is selected in number 6) 

 0  
 1 
 2 
 3 
 4 
 5 or more 

7. Your current job title:  

8. Number of years employed by your current employer:  

9. Approximate number of employees employed within your current organization: 

10. Do you volunteer? __YES  __NO 

11. On average, how many hours do you volunteer per week?  

12. How many organizations do you volunteer for? 
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13. Please list the organizations for which you volunteer. 

14. Does your employer have a formal or informal employee volunteer program in place? 
   
A formal employee volunteer program is planned and managed employer support of 
employee volunteer activities through policies and procedures outlined by employing 
organization (e.g., volunteer time off (VTO) and flextime policies, corporate sponsorships 
and recognition programs for employee volunteer activities, etc.). 
 
An informal employee volunteer program is support offered and communicated to an 
employee for their volunteer efforts even though there are not formal policies or 
procedures in place by the employing organization (e.g., informal understanding between 
employee and employer for flextime to volunteer, employees have flexibility to volunteer 
without formal communication, etc.).  
__Yes – Formal 

__Yes – Informal 

 __NO 
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Employer Support for Volunteering 

In the following section, please tell me about the level of support provided by your employer in 

the past 12 months regarding your volunteer work. 

Directions: Please respond to the following items below by indicating the extent to which you 

agree or disagree with the following statements. 

 Strongly 
disagree 

Disagree Neither 
disagree 

nor 
agree 

Agree Strongly 
agree 

My employer gave me paid time off to volunteer. 
     

My employer allowed me to spend time volunteering while 
on the job. 

     

My employer allowed me to use company equipment for 
my volunteer activities 

     

My employer allowed me to use company facilities for my 
volunteer activities. 

     

My employer gave me approval to change work hours so I 
could volunteer. 

     

My employer gave me approval to reduce work activities 
so I could volunteer. 

     

My employer gave me recognition for my volunteer 
activities. 

     

My employer thanked me for my volunteer activities. 
     

My employer donated prizes (gift certificates, food, etc.) to 
an organization for which I volunteer. 

     

My employer donated company products or services to an 
organizational for which I volunteer. 

     

My employer made a financial donation to an organization 
for which I volunteer. 

     

My employer provided transportation for me to attend a 
volunteering event. 
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My employer paid a membership fee to sponsor my 
volunteer activities. 

     

My employer paid an entry fee to an event to sponsor my 
volunteer activities. 

     

My employer supports my volunteer activities. 
     

My employer encourages me to become an active 
volunteer in my community. 

     

 

Please list any other employer support you have received for your volunteer activities: 
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Commitment to Your Current Employer 

 

In the following section, you will see a series of statements that represent the possible feelings 

you many have toward the organization for which you work. There are no right or wrong 

answers, just answer as honestly as you can. 

 

Directions: Please respond to the items below by rating the extent to which you agree or 

disagree with the following statements regarding feelings toward your current employer.   

 

 Strongly 
disagree 

Disagree Somewhat 
disagree 

Neither 
disagree 

nor 
agree 

Somewhat 
agree 

Agree Strongly 
agree 

I would be very happy to spend the rest of 
my career in this organization.  

       

It would be very hard for me to leave my 
organization right now, even if I wanted to.   

       

I would not leave my organization right 
now because I have a sense of obligation to 
the people in it. 

       

I really feel as if this organization’s 
problems are my own. 

       

Even if it were to my advantage, I do not 
feel it would be right to leave my 
organization now.  

       

Too much of my life would be disrupted if 
I decided I wanted to leave my 
organization right now.  

       

I would feel guilty if I left my organization 
now. 

       

Right now, staying with my organization is 
a matter of necessity as much as desire.   

       

I do not feel like “part of the family” at my 
organization. 

       

I believe that I have too few options to 
consider leaving this organization.   

       

I do not feel “emotionally attached” to this 
organization.  
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One of the major reasons I continue to 
work for this organization is that leaving 
would require considerable personal 
sacrifice; another organization may not 
match the overall benefits I have here.  

       

This organization deserves my loyalty. 
       

This organization has a great deal of 
personal meaning for me.  

       

I owe a great deal to my organization. 
       

I do not feel a strong sense of belonging to 
my organization.  

       

One of the few negative consequences of 
leaving this organization would be the 
scarcity of available alternatives.   

       

I do not feel any obligation to remain with 
my current employer. 
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Likelihood of Staying with Your Current Employer 

 

In the following section, you will be asked to respond to statements regarding your intentions of 

staying employed with your current organization of employment. There are no right or wrong 

answers, just answer as honestly as you can. 

 

Directions: Please respond to the items below by rating the extent to which you agree or 

disagree with the following statements regarding your intent to stay with your current employer.   

 

 Strongly 
disagree 

Disagree Neither 
disagree 

nor 
agree 

Agree Strongly 
agree 

I plan to leave my current place of employment as soon as 
possible. 

     

Under no circumstance will I voluntarily leave my current 
place of employment. 

     

I would be reluctant to leave my current place of 
employment. 

     

I plan to stay with my current place of employment as long 
as possible. 
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Level of Satisfaction with Your Current Employer 

 

In the following section, you will be asked to respond to statements regarding your satisfaction 

with your current position and organization of employment. There are no right or wrong answers, 

just answer as honestly as you can. 

 

Directions: Please respond to the items below by rating the extent to which you agree or 

disagree with the following statements regarding your job satisfaction with your current position 

and employer.   

 

 Strongly 
disagree 

Disagree Neither 
disagree 

nor 
agree 

Agree Strongly 
agree 

I feel that I am happier in my work than most people. 
     

I am disappointed that I ever took this job. 
     

Each day of work seems like it will never end. 
     

Most of the time, I have to force myself to go to work. 
     

I am satisfied with my job for the time being. 
     

I find real enjoyment in my work. 
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Appendix B: Study Materials 

Recruitment Messages 

Sample email to prospective participants 

Dear volunteers/members,  

Jessica Hoerter, a graduate student in the Division of Communication at the University of 
Wisconsin-Stevens Point, is conducting a study under the supervision of Dr. Sylvia Mikucki-
Enyart, assistant professor in the Division of Communication, examining how employee 
volunteer programs impact young professionals in the workplace. 
 
If you are (a) between the ages of 23 and 39, (b) have full or part-time employment, and (c) 
volunteer in your community, you are able to participate in this study. If you meet the criteria 
and would like to participate in this study, please follow this link provided below. You will be 
asked to complete an online survey that should take no more than 30 minutes to complete. 
 
https://uwsp.az1.qualtrics.com/SE/?SID=SV_b9JV8QiFtDiTUOx 

 

Thank you for your participation in this study.  

 

Sample Facebook post 

 

A study is being conducted that is designed to determine how employee volunteer programs 
impact young professionals in the workplace. If you are (a) between the ages of 23 and 39, (b) 
have full or part-time employment, and (c) volunteer in your community, please consider being a 
participant in this study. All you need to do is follow the link below where you will be asked to 
complete an online survey that should take no more than 30 minutes to complete. Thank you for 
your time. 

 

https://uwsp.az1.qualtrics.com/SE/?SID=SV_b9JV8QiFtDiTUOx 

 

 

 

 

https://uwsp.az1.qualtrics.com/SE/?SID=SV_b9JV8QiFtDiTUOx
https://uwsp.az1.qualtrics.com/SE/?SID=SV_b9JV8QiFtDiTUOx


EMPLOYEE VOLUNTEER PROGRAMS  65 
 

Appendix C: Informed Consent 

 

Impact of Employee Volunteer Programs among Young Professionals 
 
 
 

Dear Participant, 
 
Jessica Hoerter, a graduate student in the Division of Communication at the University of 
Wisconsin-Stevens Point, under the supervision of Dr. Sylvia Mikucki-Enyart, assistant 
professor in the Division of Communication, is conducting a study examining how employee 
volunteer programs impact young professionals in the workplace. 
 
If you agree to participate, you will be asked to complete an online survey that should take no 
more than 15 minutes to complete. In the survey, you will be asked to respond to demographic 
questions that we will use to assess some of your personal information. You will also be asked to 
respond to questions regarding your involvement in an employee volunteer program as well as 
describing how you feel about your organization of employment. Your participation in this study 
is voluntary. If you begin the survey, you may choose to stop participating at any time and your 
responses will then be taken out of the project altogether. We anticipate no risk to you as a result 
of your participation in this study other than the inconvenience of the time to complete the 
survey. Again, if you feel uncomfortable at any time, please feel free to stop the survey. 
 
This study is confidential and your responses will remain anonymous without any possibility of 
tracing responses back to any one individual. The survey is hosted through Qualtrics which 
ensures confidentiality. Once you submit your responses, there is no way to identify who 
completed the survey. Your responses will be stored on a password-protected computer. The data 
collected will be used in the researcher’s thesis for the completion of the graduate program in 
Division of Communication at UWSP. 
 
While there may be no immediate benefit to you as a result of your participation in this study, it 
is hoped that valuable information will be gained about employee volunteer programs and how 
they impact young professionals, making it easier for business leaders to understand the 
importance of employee volunteer programs. 
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Once the study is completed, I would be glad to share the results with you. In the meantime, if 
you have any questions, please feel free to contact me: 

Jessica Hoerter 
Division of Communication 
University of Wisconsin-Stevens Point 
Stevens Point, WI 54481 
p. 715.321.3366 
jhoerter@uwsp.edu 

  
If you have any complaints about your treatment as participant in this study, please call or write: 
Dr. Debbie Palmer, Chair 
Institutional Review Board for the Protection of Human Subjects 
Department of Psychology 
Science Building, D240 
University of Wisconsin-Stevens Point 
Stevens Point, WI 54481 
p. 715.346.3953 
dpalmer@uwsp.edu 
   
Although Dr. Palmer will ask your name, all complaints are kept in confidence. 
 
This research project has been approved by the UWSP Institutional Review Board for the 
Protection of Human Subjects. 
 
I understand this consent form and the meaning of this information. I understand what I am being 
asked to do and my rights as a study participant. I understand that I may stop my participation at 
any time. 
 
By clicking the red arrow button below and continuing on with the questionnaire, I express my 
consent to participate. 
 
 

 


