
CAREER DEVELOPMENT 
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RECOMMENDATION:
Facilitate a development program that provides lattice career path 
opportunities.  

The ladder career path model, which dictates that employees must either move up a 

singular path or get off  the ladder, has become increasingly irrelevant and ineffective 

at engaging today’s diverse workforce. A multi-directional lattice approach to career 

development allows firms and employees to discuss a career-life fit that matches a firm’s needs 

with the goals and needs of  an employee. These discussions fuel greater employee engagement 

and loyalty as employees are able to find ways to develop diverse skills, advance faster, reduce 

their pace, or change roles based on career-life fit.1 Many companies are already working with 

individuals to create such arrangements, but applying this approach to all employees increases 

the possibility that more employees will remain fully engaged in their work.1

KEY ASPECTS OF A LATTICE CAREER DEVELOPMENT PROGRAM
Regularly discuss the following areas with each employee:

• Strengths, talents and experience 
• Professional goals and values 
• Personal goals and circumstances

Develop guidelines for work options that support a customized career path. Guidelines should present a variety of  options for the 
following areas:1

• When employees work (Condensed work week, flexible schedules, etc.)
• Where employees work
• How much employees work

For further discussion of  work options, refer to the iaWia Best Practice Recommendation sheet on how to “Foster a culture of  
support and respect for a variety of  work schedules.” 

KEY CONSIDERATIONS FOR THE LATTICE CAREER APPROACH
How can your lattice approach address all employees and recognize a variety of  circumstances rather than make special 
arrangements for only a few individuals? How does your firm account for varied career-life needs and motivations held by different 
generations, cultures, genders and life circumstances?

What career path alternatives could be made available and promoted in your organization?
• For example, does your firm provide advancement opportunities to employees who choose to gain deep expertise in an 

industry-specific area rather than follow traditional ladder career moves from architect to manager to principal?

If  your firm chooses to allow employees to take an extended break or sabbatical, how are opportunities for workforce reentry 
discussed and planned?

How is your organization ensuring that career-life fit discussions are occurring regularly? 

“When employees 
are highly engaged, 

their companies enjoy 
26% higher employee 

productivity...”
(Watson Wyatt’s 2008/2009

 Work USA Report)

26%
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Lattice Career Model: Model in which careers are viewed as multi-directional and able to be customized in terms of  
pace and role within an organization over time.  Customization options can be open ended or 
an organization can map a framework of  options.

Career-Life Fit: How well, or poorly, the current characteristics of  an employee’s job matches with the current 
conditions of  an employee’s personal life.

 

DEFINITIONS

SUPPORTING INFORMATION
• Bob Sobiech, of  the national corporate human resources firm Deloitte and Touche, discussed the benefits of  a lattice 

approach during the iaWia panel discussion.  The discussion highlighted the importance of  setting up a framework to make 

life-work balance decisions that are fair, though not necessarily identical, for all employees.

• According to Cathleen Benko and Molly Anderson, authors of  The Corporate Lattice: Achieving High Performance In the Changing 

World of  Work1, a lattice organization can provide the following benefits to employers and employees:

- Promotes an entrepreneurial culture and innovation.

- Encourages employee loyalty and discourages turnover by respecting career-life fit and by working with employees to 

discover new roles/opportunities.

- Recognizes that employee engagement is critical to productivity and no longer achieved through one formula, given 

dramatic shifts in demographics.  According to the Watson Wyatt’s 2008/2009 Work USA Report, “When employees 

are highly engaged, their companies enjoy 26% higher employee productivity, have lower turnover risk and are more 

likely to attract top talent. Their companies have also earned 13% greater total returns to shareholders over the last five 

years.”

- Allows alignment and realignment of  strengths and talents.

- Discourages employee “boredom” from feeling stuck on one path.

- Allows flexibility to accommodate personal circumstances and reduces the stigma associated with “alternative” work 

arrangements (a benefit to both men and women).1

In the 2012 iaWia survey, 75% of respondents reported feeling comfortable discussing 
work-life balance issues with supervisors. However, 35% of women and 12% of men 
reported feeling uncomfortable discussing work-life balance issues with supervisors. 

75% 35% 12% 
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SOURCES/ REFERENCES
1. Benko, C., & Anderson, M. (2010). The Corporate Lattice: Achieving High Performance In the Changing World of  Work. Harvard 

Business Review Press.
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RECOMMENDATION:
Sponsor leadership development through training, coaching, and 
education. 

Leadership is important to the functionality of  a workplace. Leaders are not only supervisors or managers, they are 

individuals with the ability to guide and inspire others, with or without a hierarchical position. Skills that produce 

leadership can be developed through several forms of  training, mentoring, coaching, and education paired with a review system 

to measure growth and development. It is important to recognize that the best form of  leadership training is not the same for 

each individual, and sometimes the most appropriate resources are outside of  the firm. How can your firm sponsor training and 

education for leadership that will ensure the success of  both the employee and the firm?

IMPLEMENTATION OPTIONS/ALTERNATIVES
Sponsor annual leadership retreats, which may be planned by the firm and/or a consulting agency that specializes in leadership 
training. 

Facilitate a mentoring program. [Refer to Best Practice Recommendation: “Organize and facilitate a mentorship program for all 
employees at all career stages”].

Provide opportunities for: learning and development on the job; challenging and visible “stretch” assignments; reasonable risk-taking; 
and cross-functional roles that broaden exposure and skills.1

Invest in career planning programs that aid employees to establish professional goals based on their aspirations, interests, skills, 
and experiences.1 [Refer to Best Practice Recommendation: “Encourage and assist employees to develop clear professional 
goals”].

KEY CONSIDERATIONS
What leadership areas are needed within the firm?

What skills, assets, and leadership types will provide the necessary leadership?

How does the firm cultivate the needed leadership characteristics in a manner that is productive, inclusive, and measurable?

What leadership education opportunities are provided to ensure the success of  both the employee and the firm?

Is employee leadership outside of  the firm encouraged and/or recognized?

Is there diversity amongst the leadership in the workplace?

Are leadership opportunities available to all employees at every career level?

KEY ASPECTS
Develop a leadership strategy that reflects the vision of  the firm. The strategy should consider: the number of  leaders needed 
(present and future); desired qualities of  those leaders; desired skills and behaviors; collective leadership capabilities; and desired 
leadership culture, 2 (see “Definitions” below for leadership types).

Consider providing financial support for leadership education outside the firm.

Consider whether or not barriers exist that prevent employees from developing leadership skills.
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Focus on learning opportunities that can be achieved from work assignments by identifying: specific goals, opportunities to 
receive feedback, and a coach or mentor with whom to discuss learning strategies.2

Develop a knowledge management system that captures knowledge and important information that will simplify learning. This 
aids developing leaders in learning from colleagues who have moved on to other assignments or have retired.2

Employee performance assessment should align rewards with business goals and values. Performance rewards should be clearly 
communicated and consistently used as the basis for recruitment, compensation, promotions, and other career opportunities.1

Performance assessments should be continuous, targeted and individualized.2 [Refer to Best Practice Recommendation: 
“Communicate positive or constructive feedback within one week of  the action in question”].

DEFINITIONS

SUPPORTING INFORMATION
• A study of  executives by Catalyst, “Global Leaders,” found that the largest portion of  executives, both men and women, see 

business-focused strategies as the most helpful organizational strategies in advancing their careers: 83% note opportunities 

for leadership positions and 80% note challenging assignments as strategies that have been very helpful in their success.1

• In a study of  executive women and men, when asked about organizational obstacles, the top-rated obstacles primarily 

concern the availability and quality of  support from the people in their organizations. Women report facing many more 

obstacles, however, than men —specifically being excluded from important networks, having a limited number 

of  role models, having limited opportunities for experiences in line or in general management positions, facing 

gender stereotypes, and being in dual-career families.1

Hierarchical Leadership: Characterized by placing importance on social rank, following tradition, and abiding by the 
rules.

Autonomous Leadership: Characterized by self-reliance, and working and acting independently.

Participative Leadership: Characterized by collaboration and inclusiveness.

Charismatic Leadership: Characterized by strong enthusiasm, and by inspiring and motivating others.

Team-Oriented Leadership: Characterized by helping teams deal with conflict, working together,and developing cohesion.

Humane-oriented leadership: Characterized by helping others, generosity, and compassion.

Career Development Plans: Plans made by leaders for personal development over a period of  time. The best plans are 
comprehensive, covering work assignments as well as relevant leadership activities, and are 
discussed by the individual leader with their HR representative and manager.2

“Stretch” Assignments: Experiences which challenge and potentially broaden a person’s current capabilities.
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• When executives were asked to suggest changes to help advance the next generation of  leaders they said, “Improve career 

development and performance management systems for both genders”. Of  the executives asked, 57% recommended this 

for women and 59% for men. The management system suggestion includes creating objective and inclusive performance 

management systems, providing key developmental experiences, and offering networking and mentoring opportunities.1

• A survey by the Center for Creative Leadership (CCL) found that among Baby Boomers, Gen-Xers, and Millennials, there is 

large agreement that effective leaders are participative, team-oriented, charismatic, and humane-oriented.3

• iaWia Survey Results: Several different types of  professional development training are provided at Iowa firms:  66% software 

training, 34% business skills, 35% technical skills, 33% leadership training.

SOURCES/ REFERENCES
1. Galinsky, E., Salmond, K., Bond, J. T., Kropf, M. B., Moore, M., & Harrington, B. Leaders in a Global Economy: A Study of  

Executive Women and Men. Families and Work Institute, Catalyst Inc, Boston College Center for Work & Family.

 http://www.catalyst.org/knowledge/leaders-global-economy-study-executive-women-and-men

2. William Pasmore, P. D. (2013). Developing a Leadership Strategy: A Critical Ingredient for Organizational Success. 

Greensboro: Center for Creative Leadership. http://www.ccl.org/Leadership/

3. Deal, J. J., Stawiski, S., Gentry, W. A., & Cullen, K. L. (2013). What Makes a Leader Effective? Greensboro: Center for Creative 

Leadership. http://www.ccl.org/Leadership/

4. U.S. Office of  Personnel Management (http://www.opm.gov) 

5. Mind Tools [http://www.mindtools.com/pages/article/newLDR_84.htm]

6. Lady Leader: 10 Ways to Play in Big Boy Business, by Mary Stier

http://www.catalyst.org/knowledge/leaders-global-economy-study-executive-women-and-men
http://www.ccl.org/Leadership/
http://www.ccl.org/Leadership/
http://www.opm.gov
http://www.mindtools.com/pages/article/newLDR_84.htm
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RECOMMENDATION:
Encourage and assist employees to develop clear professional goals.

Daily operations and meeting deadlines are time consuming and require focus and attention. Demanding work environments 

can leave employees with little time to consider whether or not they are achieving their professional goals. Dedicated time to 

accomplishing specific goals that are not related to current workload is often not a priority, such as study time for professional 

license exams, certifications, continuing education, and other. Firms should periodically review employee goals and support 

employees in finding time, resources, and opportunities to achieve career goals while enhancing their skills and firm 

contributions.

IMPLEMENTATION OPTIONS/ALTERNATIVES
Provide a framework for completion of  Intern Development Program, Architect Registration Exam or other professional licenses 
relevant to the company’s core work.

Provide resources and encouragement for acquiring professional certifications, such as LEED, CSI, ICC, and other professional 
certifications relevant to the company’s core work and/or the employee’s interests.

Work with each employee to create a career development plan. 

Provide financial and time resources in an individual learning account for each employee. 

KEY CONSIDERATIONS
How are the development goals of  each employee taken into consideration for assignments and project teams?

How often are employee goals reviewed? 

What process is used to track and measure goal achievements?

Are realistic paths developed to achieve goals?

Are there obstacles preventing employees from achieving their goals?

Are employees encouraged to continually set new goals?

How are employees recognized for accomplishing their goals?

KEY ASPECTS
Align employee training and development efforts with the firm’s mission, goals, and objectives as well as the career goals of  the 
employee.

Offer a range of  development options including but not limited to: formal courses, seminars, workshops, action learning, 
conferences, mentoring, and other.1

Regularly evaluate the effectiveness of  the firm’s career development system and programs.1

Provide employees with process, information, tools, and resources they need to develop their careers.
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Communicate with employees about the career development initiatives and tools that are available to them within the firm.

Frame a culture that values, supports, and rewards learning.

Create “SMART” goals that are specific, measurable, attainable, realistic, and timely.

Utilize Career Development Plans or Executive Development Plans to provide a framework for discussing an employee’s 
advancement goals.

DEFINITIONS

SUPPORTING INFORMATION
• In a study of  STEM (science, technology, engineering, mathematics) professionals in the private sector…Hewlett et al., 

(2008) found that many women appear to encounter a series of  challenges at midcareer that contribute to their 

leaving careers in STEM industries. Women cited feelings of  isolation, an unsupportive work environment, 

extreme work schedules, and unclear rules about advancement and success as major factors in their decision to 

leave.3,4

• Studies of  the drivers for employee engagement and retention include the importance of  challenging and meaningful work 

with growing career opportunities. A study focused on members of  Generation Y found that career-focused elements such 

as developing new skills, challenge, and good career prospects were their dominant attractions when joining their current 

organization.10, 11 In another study, one factor topped the list of  satisfaction drivers for respondents, “more opportunities to 

do what I do best”.5,6

• Companies that take an integrated approach to rewards and talent management are 33% less likely to have trouble retaining 

critical-skill employees and 18% less likely to have difficulty keeping top-performing employees. They are also 18% more 

likely to be financially high-performing organizations.5,7

Career Development Plans 
(CDP): 

A tool to assist employees in achieving their personal and professional development goals. 
CDPs help employees and supervisors set expectations for specific learning objectives and 
competencies. While a CDP is not a performance evaluation tool or a one-time activity, CDPs 
allow supervisors to clarify performance expectations.2

Executive Development Plans 
(EDP): 

A key tool in assisting executives in their continued development. EDPs should outline a 
senior executive’s short-term and long-term developmental activities, which will enhance the 
executive’s performance. These activities should meet organizational needs for leadership, 
managerial improvement, and results. Facing constant challenges, changing technologies, and 
a dynamic environment, executives must pursue ongoing professional executive development 
to succeed and grow. It is crucial that executives continue to strengthen and enhance their 
Executive Core Qualifications (ECQs), broaden their perspectives, and strengthen their 
performance.2

Individual Learning Account 
(ILA): 

A base amount of  resources expressed in terms of  dollars and/or hours that are set-aside for 
an individual employee to use for his or her learning and development. Accounts may be used 
to develop knowledge, skills, and abilities that directly relate to the employee’s official duties. An 
ILA provides a flexible and innovative approach to encouraging employees to take control of  
their own learning and career development.2
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SOURCES/ REFERENCES
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5. http://www.oracle.com/us/media1/talent-retention-6-best-practices-1676595.pdf
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http://www.catalyst.org/knowledge/leaders-global-economy-study-executive-women-and-men
http://www.opm.gov/policy-data-oversight/training-and-development/career-development/ 
http://www.aauw.org/files/2010/03/Why-So-Few.pdf
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http://www.wceca.org
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RECOMMENDATION:
Organize and facilitate a mentorship program for all employees at all 
career stages.

Creating a mentorship program can benefit an organization beyond the obvious benefits to the mentee. Ellen Van Velsor, Ph.D., 

and Joel Wright of  the Creative Center for Leadership explain: 

“Organizations can benefit by way of  established leaders helping youth take their fresh ideas and boundless enthusiasm 

and channel it in ways that bring effectively executed innovation to the forefront — and all with virtually no additional 

outlay of  funds. There is a growing body of  research that shows good mentors learn and grow as leaders as much as 

mentees through their mentoring experience. While not everyone may be well-suited to be a mentor (good mentoring 

requires an openness to learning), mentor training can help people gain the self-awareness and skills to be effective, 

regardless of  whether they are a young person mentoring an older person or vice versa.” 1

IMPLEMENTATION OPTIONS/ALTERNATIVES
Host mentorship retreats

Provide framework for completion of  Intern Development Program 

Host speed mentoring events

Implement a knowledge management system 

KEY CONSIDERATIONS
What is the process for matching mentors and mentees? Does this process include input from the participants?

How is feedback obtained, analyzed, and utilized?

How is the mentorship program evaluated? How is the program quality maintained? Is there diversity amongst the mentors and 
mentees?

How does the firm train employees to be successful mentors?

When and where does mentoring take place? 

Are there opportunities for both formal and informal mentorship?

KEY ASPECTS
Consider the characteristics of  good mentors and good mentees; assist participants of  the mentorship program to understand 
those characteristics and how they will make an impact.

Discuss mentorship interests with employees and in what areas they feel confident serving as a mentor or mentee.

Conduct a needs assessment. Create a business case to address why this program is needed, what the organization hopes to gain, 
and what components the program should include.2

Develop a mentoring program roadmap. The roadmap should include a business case, project plan, and an implementation plan. 
It should also include the needs assessment findings, project plans with key milestones, and the program description. 2 
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Gain top management support and commitment.  A formal mentoring program will succeed only if  senior leadership supports 
the program and makes it part of  the learning culture. Senior leaders participating as mentors represent a true commitment to the 
program and will encourage employee participation. 2

Create a steering committee. A steering committee sets the goals and objectives of  the mentoring program. This committee 
should consist of  representatives from different offices of  the agency (if  applicable), not primarily from the human resource or 
human capital office. The committee members should be committed to creating a learning culture within the agency. 2

DEFINITIONS

SUPPORTING INFORMATION
• On September 19, 2008, BusinessWeek reported in an article called “The Global Talent Crisis” that “Companies and 

countries will need more than 3.5 billion people by 2010 to fill knowledge worker positions. By 2020, that number will 

exceed 4 billion. Projections indicate that there will be shortages between 32 million and 39 million people to fill these 

positions. The U.S. will have the biggest shortfall-needing as many as an additional 14 million people”.5

• A survey conducted by Catalyst, Inc. in 1996 found that of  nearly 500 executive women (a majority within two reporting 

levels of  the CEO), 37% of  the women executives explicitly stated that having an influential mentor or sponsor was a critical 

ingredient for success. And four out of  five respondents considered this strategy at least somewhat important to their career 

advancement. 3

Mentoring: A professional relationship in which an experienced person (the mentor) assists another (the 
mentee) in developing specific skills and knowledge that will enhance the less-experienced 
person’s professional and personal growth.

Informal Mentoring: A company provides venues for mentoring relationships to develop and lends some sort of  
guidance so that effective mentoring occurs. This approach often involves activities such as 
networking events, where junior staff  members are invited to panels or discussions with senior-
level leaders. 3

Formal Mentoring: A company matches mentors and mentees, designates minimum time commitments, monitors 
the relationships, and evaluates the program. In an effort to establish a culture in which 
communication among diverse employees flourishes, many companies create formal mentoring 
programs. 3

One-on-One Mentor 
Relationship: 

This program involves pairing one mentor with one mentee.

Group Mentoring: One mentor is teamed with several mentees who meet at the same time. As the mentor poses 
questions, listens and reflects he or she engages all member of  the group in the conversation. 
Each one has their own experience and insight to share and can draw their own learning from 
the discussion. 2

Reverse Mentoring: The mentoring of  a senior person (in terms of  age, experience or position) by a junior (in 
terms of  age, experience or position) individual. Reverse mentoring aims to help older, more 
senior people learn from the knowledge of  younger people, usually in the field of  information 
technology, computing, and Internet communications. The key to success in reverse mentoring 
is the ability to create and maintain an attitude of  openness to the experience and dissolve the 
barriers of  status, power and position. 2
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LinkedIn surveyed more than 1,000 female professionals in the U.S. and 82% agreed that 
having a mentor is important.  Yet, nearly 1 out of every 5 women reported never having a 
mentor. Furthermore, 52% of these women noted they hadn’t had one because they “never 

encountered someone appropriate.” 4

82% 1 in 5 52%

SOURCES/ REFERENCES
1. Ellen Van Velsor, P., & Wright, J. (2012). Expanding the Leadership Equation. Center for Creative Leadership. Greensboro: 

Center for Creative Leadership. http://www.ccl.org/Leadership/ 

2. http://www.opm.gov/policy-data-oversight/training-and-development/career-development/bestpractices-mentoring.pdf

3. Catalyst Inc. (2002). Creating Successful Mentoring Programs: A Catalyst Guide. New York, NY, USA: Catalyst Inc.

4. http:// www.huffingtonpost.com/2011/10/26/women-without-mentors_n_1031489.html

5. http://www.businessweek.com/stories/2008-09-19/the-global-talent-crisisbusinessweek-business-news-stock-market-and-

financial-advice

6. National Mentoring Partnership http://www.mentoring.org/about_mentor/mission 

7. U.S. Office of  Personnel Management http://www.opm.gov 

8. AIA Best Practices: Mentoring Essentials for IDP Supervisors & Mentors http://www.aia.org/groups/aia/documents/pdf/

aiab090436.pdf  

9. ACE Mentor Program http://www.acementor.org 

10. Young Architects Forum www.aia.org/yaf
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http://www.opm.gov/policy-data-oversight/training-and-development/career-development/bestpractices-mentoring.pdf
http:// www.huffingtonpost.com/2011/10/26/women-without-mentors_n_1031489.html
http://www.businessweek.com/stories/2008-09-19/the-global-talent-crisisbusinessweek-business-news-stock-market-and-financial-advice
http://www.businessweek.com/stories/2008-09-19/the-global-talent-crisisbusinessweek-business-news-stock-market-and-financial-advice
http://www.mentoring.org/about_mentor/mission
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http://www.aia.org/groups/aia/documents/pdf/aiab090436.pdf
http://www.aia.org/groups/aia/documents/pdf/aiab090436.pdf
http://www.acementor.org 
www.aia.org/yaf
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RECOMMENDATION:
Advocate for employee involvement in volunteering and community-
building with supportive policies.

Volunteer activities and community building programs are often an appealing outlet for 

individuals to apply their professional skills and personal interests to do good and create an 

impact. Such opportunities provide opportunities to learn new skills and acquire cultural 

perspective. Employers that support such initiatives make a statement that the employees’ 

interests and values are meaningful, significant, and relevant to the firm. Employees, in 

turn, are likely to contribute enhanced skills, leadership, and perspective to the culture and 

initiatives of  the firm.

IMPLEMENTATION OPTIONS/ALTERNATIVES
Host an office volunteer day

Offer paid time for volunteering

Sponsor events and projects to support employee participation

Provide matching fund donations

Track and formally recognize employee volunteer accomplishments

KEY CONSIDERATIONS
How does the firm acknowledge that volunteer activities will grow the employee’s professional network and build skills that 
enhance the employee’s work?

What written policies are in place to encourage volunteer activities?

How does the firm make the experiences gained from volunteering part of  a formal job appraisal or development review process?

Are the skills and competencies developed through volunteering assignments of  relevance and value to the firm?

What types of  volunteer activities does the firm provide support for? 

KEY ASPECTS
Consider offering a specified amount of  paid time off  (PTO) for employees who participate in volunteer activities.

Consider how volunteer activities may be implemented as group activities to support team building and enhanced culture within 
the firm.

Consider how employee and firm involvement in volunteer activities will educate the community on the value of  the profession.

Consider the health benefits that employees will gain from participating in volunteer efforts. 1,2

of  respondents in the 
2012 iaWia survey ranked 
community service as an 
element that did or could 

make a significant positive 
difference on their 
career satisfaction.

49%
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Consider how a variety of  volunteer types could be encouraged such as skills-based volunteer activities, online volunteering and 
micro-volunteering.

DEFINITIONS

SUPPORTING INFORMATION
• Evidence indicates that those who volunteer at an earlier stage are less likely to suffer from ill health later in life, thereby 

offering up the possibility that the best way to prevent poor health in the future, which could be a barrier to volunteering, is 

to volunteer. 1

• A study found that, in general, volunteers report greater life satisfaction and better physical health than do non-

volunteers, and their life satisfaction and physical health improves at a greater rate as a result of  volunteering. 1, 7

• In a study of  corporate volunteer programs, by Corporate Citizenship, “Volunteering-The Business Case,” participants were 

asked, “What is it about the volunteering experience that helps the skills development process?” Survey respondents strongly 

displayed four major factors as influential in the skills development process. These are: 

  - Developing empathy and understanding
  - Being required to take on a leadership role
  - Having the opportunity to interact with a wider group of  people
  - Being exposed to a new environment 2

• Sixty-six percent of  employees reported a greater commitment to the company as a result of  their experience volunteering. 

Ninety-four percent of  companies surveyed believed employee volunteering provides a way to raise employee morale. 2

Skills-based volunteer activity: A volunteer task in which the volunteer uses the same skills that they use in their paid 
occupation. 

Online volunteering: “Online activism through social media, and micro-volunteering… Most online volunteers 
engage in operational and managerial activities such as fundraising, technological support, 
communications, marketing and consulting. Increasingly, they also engage in activities such as 
research and writing and leading e-mail discussion groups.” 3

Micro-volunteering: Easy, quick, low commitment actions that benefit a worthy cause. For example, “Mass SMS 
communication is considered a form of  “micro-volunteerism… It is frequently used by 
volunteers to raise awareness on local issues, to inform people’s choices, and to monitor and 
improve public services such as crop forecasting, education and health.” 3

Employer supported 
volunteering:

Often a component of  the community involvement strategies of  businesses… The most 
common types of  employer-supported volunteer programs (EVP) involve “soft” forms of  
support. These include adjusting work schedules to accommodate volunteering, allowing access 
to company resources and facilities, making information about volunteering opportunities 
available to employees, and officially recognizing employees for their volunteer work. 3
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