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Abstract 

Volontärarbete bland anställda är en del av många företags arbete med samhällsansvar. 

Volontärarbete innebär ofta att anställda använder sina kunskaper och erfarenheter för att 

hjälpa ideella organisationer och skolor med ledning och utveckling. En ökning av detta 

fenomen har observerats i världen överlag. Denna studie är ett bidrag till förståelsen för 

hur kultur påverkar omfattningen av volontärarbete och den belyser speciellt hur 

inställningen till volontärskap skiljer sig mellan Sverige och USA. Studien har utförts 

med IT- och konsultföretaget IBM som utgångspunkt. Den främsta insikten från denna 

studie är att USA:s utpräglade kultur av volontärskap avspeglar sig på amerikanska 

företag och bidrar till fördelar både för dem och för det amerikanska samhället. Det 

svenska engagemanget i volontärarbete är mycket mindre än det amerikanska. En slutsats 

är att kulturskillnader mellan Sverige och USA bidrar till en större omfattning av 

volontärarbete i USA än i Sverige och att Sverige kan vinna på att använda USA som en 

modell inom detta område. 
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Summary 

Volunteering has emerged as part of many corporations’ fundamental activities and is no 

longer considered only an altruistic action but also important for business. The kind of 

volunteering that is most important is skill-based volunteering, which involves that the 

volunteers use their skills to help less competent organizations. 

This study aims at discovering if national culture affects the view of employee 

volunteering. In order to perform this study, the large and globally integrated company 

IBM has been chosen, and employee volunteering activity has been compared between 

the American parent organization and the Swedish subsidiary. 

Employees at IBM records their volunteering hours in an online resource called On 

Demand Community. Numbers from these records have been compared to find 

differences in quantity of volunteering between Sweden and the USA. 

The major finding is that employee volunteering is a much bigger phenomenon in the 

USA than it is in Sweden. Volunteering is on average 260 percent more common at IBM 

in the USA than it is in Sweden. Interviews with corporate managers in each location also 

confirm this relationship. 

The USA has a stronger tradition of volunteering than Sweden has. Possible explanations 

are that the governmental incorporation of voluntary organizations is bigger in Sweden, 

while volunteering culture to a greater extent is imposed by tradition and religion in the 

USA. The findings of this study indicate that culture plays a big part in the view of 

volunteering and that the effort to implement volunteering therefore must vary between 

countries. According to other research, employee volunteering is good for business and 

this implies that Sweden should use the USA as a model for volunteering management. 
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1. Introduction 

One of the new ways that companies demonstrate their social responsibility is to encourage 

employee volunteering, whereby employees engage in socially beneficial activities. The 

benefits of the phenomenon seem to be many, but how does the realization? The idea 

behind this study is that a comparison of attitudes toward employee volunteering in 

different cultures may work as guidance for corporate management. 

 

1.1 Background  

Companies move from the form of international or multinational corporations and towards 

being globally integrated enterprises (Maerki, 2008). This transition means a larger degree 

of interdependence among nations with features such as agreement on practices. For a 

globally integrated enterprise, business success depends on how well it can anticipate and 

engage governance issues on a global stage. With the view that the whole world is the 

company’s arena, it does not have to separate citizenship practices or philanthropy from 

economic value creation.  

The idea of global integration implies that more or less the same values should be practiced 

in every location in the world. If this is true, the attitude toward volunteering should be the 

same at different locations within one company. 

This report aims at discovering whether company policies have overcome cultural 

differences within a globally integrated enterprise. The topic is approached by the study of 

employee volunteering within the globally integrated information technology and 

consulting firm IBM. Reasons for this choice are the availability of information about the 

company, extensive practices of employee volunteering within the company, the fact that 

the company is globally integrated and a general interest in the business. 

The term globally integrated enterprise was in 2006 introduced by IBM’s then Chairman, 

CEO and President, Sam Palmisano. This is not the reason that IBM is used as a case study 

in this report. Though, this fact makes sure that the correct definition is used. 

 

1.2 Question at issue 

The goal of this study is to answer the question “Does the view on volunteering differ 

between IBM in Sweden and the USA?” 
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1.3 Project Rationale 

Corporate Social Responsibility (CSR) is defined as a “voluntary corporate commitment to 

exceed the explicit and implicit obligations imposed on a company by society's 

expectations of conventional corporate behavior” (Falck & Henlich, 2007). 

Employee volunteering or corporate volunteering is the phenomenon where employers, 

through formal and informal policies and programs, actively support and encourage their 

employees to volunteer in the local communities (Tschirhart & St. Claire, 2008). Employee 

volunteering is one of many activities associated with corporate community involvement 

and it is an indicator of good citizenship and CSR (Hond & Frank G. A. Neergaard, 2007). 

Employee volunteering can, more specifically, be categorized as philanthropic 

responsibility (Carroll, 1991). The most explicit way for companies to implement 

employee volunteering is with specially designed programs. According to Committee to 

encourage Corporate Philanthropy, which is an international forum for business CEOs 

exclusively focused on philanthropy, more than 90 percent of its members have volunteer 

programs and almost half encourages volunteerism by providing paid time off or by 

creating volunteer events (Committee to Encourage Corporate Philanthropy, 2008). 

The volunteering activities can be of varying character, but this report wants to focus on 

the increasingly important skill-based volunteering, which consists of individuals with 

useful skills or talent, using these for development or improvement. 
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2. Project Methodology 

2.1 Literature 

The literature about IBM has been retrieved both from their own web site, and from 

research carried out by independent economists and other researchers. 

Most research about CSR comes from the USA but this area has grown in Sweden in the 

last decade.  Older research has, in this study, been compared to newer as much as possible 

and when it has been of particular importance. 

IBM’s own publications give some basic information. The annual reports are used to get 

information about their work with CSR and also statistics of employee involvement in the 

volunteering program On Demand Community. A lot of information about how this 

program works has been retrieved from IBM’s website, for example from an FAQ- 

summary (On Demand Community Help FAQ, 2012). The information on this site 

concerns features on the website and use of the program. It is unlikely that this information 

is angled because of its factual nature and the fact that it is available to potential business 

partners. 

 

2.2 Interviews 

To complement written and online sources, two persons have been interviewed. They have 

the same role at their respective locations, the role as Corporate Citizenship & Corporate 

Affairs Manager. Sandy Dochen works for IBM Research in Austin, Texas, and Andreas 

Lundgren works for the Swedish subsidiary IBM Sweden. These persons have shared some 

own experiences of employee volunteering, and also their impression of attitudes to this 

phenomenon. 

Though the Corporate Citizenship & Corporate Affairs manager shares the job of 

implementing volunteering projects with other IBM executives, this manager is most 

strongly associated with it. This situation is also confirmed by the persons interviewed. For 

example, Dochen says that his job consists of marketing, informing, recruiting, inspiring 

and connection people. Lundgren says that the term Social Responsibility very well 

summarizes his work. The biggest organizational difference between their jobs are that 

Andreas Lundgren is not so much focused on marketing but instead responsible for more 

of the relation to governmental institutions. 

The interview with Andreas Lundgren was performed in Swedish and the quotations in this 

report have been translated by the author. 
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3. Literature overview 

CSR at IBM 

The IBM 2010 Corporate Responsibility Report (2011) provides a summary of what has 

been done in terms of CSR and some of what will be improved in the future. IBM has four 

focus areas; apply IBM technology and expertise to societal problems, scale existing 

programs and initiatives to achieve maximum benefit, empower employees and others to 

serve their communities and integrate corporate citizenship and social responsibility into 

every aspect of the company. IBM does donate money, services and technology, for 

instance to schools. They do also have environmental programs and has, for instance, as 

one goal to annually save 3.5 percent of their total energy use. Another focus area is 

supplier diversity. To assure the suppliers' compliance with the IBM policies, suppliers are 

required to submit a Supplier Improvement Plan. 

The management of employee volunteering at IBM comes under the Corporate 

Responsibility management. The responsibility for the economic, environmental and social 

performance is ultimately taken by the Senior Management (2010 Corporate 

Responsibility Report, 2011). They are also aimed at complying with IBM’s overall 

compliance programs. Furthermore, corporate responsibility is at IBM integrated across 

the business through the Corporate Responsibility Steering Committee and the Corporate 

Responsibility Working Group. 

Global representation is found as one of the functions represented in the Corporate 

Responsibility Working Group. This group meets at least monthly to manage IBM’s 

corporate responsibility activities, reporting and stakeholder engagement across the 

company. 

On a day-to-day basis, IBM’s Corporate Responsibility activities are coordinated in an 

organization called Corporate Citizenship & Corporate Affairs. This organization reports 

to the senior vice president for Marketing and Communications. Possible national 

variations in practices are found within Corporate Citizenship & Corporate Affairs and 

among local IBM executives. 

 

Employee volunteering 

It has been shown that CSR plays a part in the attractiveness of a company. For instance, 

Riordan, Gatewood & Barnes (1997) showed that employees’ perception of a firm’s image 

is related to employee job satisfaction and turnover. Turban & Greening (1997) found that 

perceived Corporate Social Performance, which basically is CSR made measurable, 

impacts both a firm’s reputation and how employees rate its attractiveness. The research 

has in the past decade focused increasingly on mechanisms for employee satisfaction. That 

participants in employee volunteer programs perceive volunteerism as an effective means 

to enhance or develop job-related skills, such as leadership, communication, project 

management and teamwork, was found by Peterson (2004) through a survey study. 
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Motivated employees do also benefit the company. When employees feel proud of their 

organizational affiliation, they are motivated to identify with that organization. This 

explains why a volunteering program leads to organizational identification (Pancer et al., 

2002). Furthermore, employees who identify with their organization are more motivated to 

help achieve its goals (Dutton & Dukerich, 1991). 

 

CSR in different contexts 

A few traditions account for the cultural incentives in Nordic CSR. One is the old tradition 

of socially responsible business tycoons. Firms have often been owned by one or two 

owners, and these have typically been families. One other cultural incentive for CSR is the 

part-privatization of the social democratic welfare state. 

The fact that Corporate Responsibility (CR), which is a somewhat broader concept than 

CSR, is dependent on context was theorized for example by Matten and Moon (2008). 

They introduced a distinction between “implicit” and “explicit” CR and observed how 

these categories differs between countries. They particularly analyzed the USA versus 

Europe and they found that the USA is bigger in explicit CR, whereas Europe is bigger in 

implicit CR. This distinction basically means that American companies talk more about 

their CR, but that European companies have more consolidated systems for CR. 

Norwegian School of Management professor Midttun compared the 50 largest Norwegian 

corporations to internationally renowned CSR leaders and showed that 63 percent of the 

Norwegian companies practiced CSR less than the international counterparts (2004). When 

attempting to explain this situation, he points at the Norwegian focus on transparency. 

Because the Norwegian society is small and thus naturally more transparent, firms are 

threatened by media analyzing potential shortcomings or scandals. Also, an egalitarian 

attitude of society is traditionally common in Norway, which means that any successful 

individual should be scrutinized before she can be admired. These features likely make the 

Norwegian CSR less explicit. Norway and Sweden has essentially the same political and 

cultural situation and this study can therefore say something about Sweden as well. 

The attitude toward the concept of CSR clearly varies depending on culture and context. 

The same goes employee volunteering, but this special phenomenon can be analyzed from 

a slightly different perspective. Employee volunteering can be analyzed as a kind of 

volunteering, rather than as a kind of CSR. Volunteer work is “unpaid work provided to 

parties to whom the worker owes no contractual, familiar, or friendship obligations” (Tilly 

& Tilly, 1994). Volunteering traditions differ between countries in the world. A systematic 

comparison of the voluntary sectors of different countries was carried out in the John 

Hopkins Comparative Nonprofit Sector Project (Salamon & Anheiser, 1998). He found, 

for instance, that Government Social Welfare spending as percent of GDP was 36 in 

Sweden and only 13 in the USA. These findings show that the Swedish government spent 

almost three times as much in voluntary sector as the USA government did. The same 

study mapped nonprofit employment as percent of total employment and these numbers 

were 2.5 for Sweden and 6.9 for the USA One conclusion is that volunteering activities 
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generally are implemented by the government in Sweden and by the private sector in the 

USA. 

The USA strong tradition of volunteering in private sector has many possible reasons but 

one popular explanation is the country's extensive religiosity. Religiosity has been 

recognized as one major predictor of the level of volunteering in the US (Park & Smith, 

2000; Wilson & Janoski, 1995; Wilson & Musick, 1997; Wuhtnow, 1991; Wuhtnow, 

1988). People do volunteering through their churches but also through religious 

organizations and civic associations. Park and Smith found the interesting fact that church 

participation among churchgoing Protestants in the USA is the strongest religious predictor 

of the likelihood of non-church-related volunteering. 

There is some research on Swedish volunteering as well, and some factors that have 

influenced the size, composition and structure of the voluntary sector have been identified 

(Lundström & Svedberg, 2003). There is a tradition of trust in the government and 

Swedish voluntary organizations often show a positive attitude toward incorporation by the 

state. Therefore, many Swedes do volunteering as an independent force rather than as a 

substitute for public services. Another factor is the Swedish tradition of popular mass 

movements, which is apparent in the fact that the Swedish voluntary sector is dominated 

by membership organizations. An integration process between the voluntary sector and the 

state in social services can be traced back to when the early charity organizations were 

founded, in the middle of the nineteenth century.  

In Sweden, CSR issues are handled by the Ministry for Foreign Affairs. In 2002, they 

introduced the Swedish Partnership for Global Responsibility, which is aimed to facilitate 

ambitions of Swedish companies and organizations to implement CSR (Ministry for 

Foreign Affairs, 2005). 

The USA government wants numerous issues, including employment, human rights and 

the environment, to be implicated by CSR. Though, the tasks of refining and implementing 

the concept are attributed to those who apply it, companies and other organizations (United 

States Government Accountability Office, 2006). This is probably an explanation to why 

Tuffrey in 1997 estimated that 90 percent of USA companies encouraged employee 

voluntarism. 
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4. Findings 

4.1 On Demand Community 

To administer volunteering activities among employees, IBM uses the online resource On 

Demand Community. This program is designed to help and encourage staff to engage in 

the community, the activity also known as employee volunteering. Employees can register 

online and then find a lot of material to help them carry through volunteering projects. 

On Demand Community is available for all full-time and part-time IBM employees, 

employees of wholly owned subsidiary companies of IBM, supplemental employees, and 

even IBM retirees who want to volunteer. Employees can use On Demand Community as 

much or as little as they wish, and in any case, they are asked to keep record of volunteer 

hours and participation. 

According to Corporate Citizenship & Corporate Affairs Manager Sandy Dochen, IBM 

likes every kind of volunteering, but they encourage activities where the IBMer can 

contribute with expertise and lead development. That this kind of skills-based volunteering 

is getting increasingly popular is, for example, confirmed by Deloitte’s Volunteer 

IMPACT survey, which is based on online interviews with 1,500 people aged 21-35 who 

work at companies with 1,000 or more employees that offer employee volunteer activities 

or programs (Deloitte, 2011). 

Also, IBM wants to focus on certain parts of the community. Focus areas are advancing 

achievement in schools, improving strategies and outcomes for nonprofit organizations 

through technology, and working to promote digital inclusion. Examples of preferred 

activities are acting as advisors to charities, supporting local schools as governors, running 

workshops and training sessions and being mentors to young people. There is also a grants 

program, through which IBM makes technology and cash grants to community 

organizations and schools. Teams of volunteers qualify for larger grants. 

Some of the things that can be found on the On Demand Community site are listed below.  

 Science Presentations for Teachers, Students, Parents 

 Science experiment toolkits 

 Technology Planning 

 Help people use the Web 

 Community Grants 

 Technology Discounts 

 Employee Charitable Contribution Campaign 

 Matching Grants 

 

Volunteering occurs in the employee’s own time and is not paid. Not either does IBM pay 

any travel expenses associated with volunteering. Much of the work can, though, be done 

during office hours because IBM employs a workplace flexibility policy. This policy 
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basically makes is possible for employees to vary their daily arrival time and arrange their 

work week hours within limits established by local management. 

On Demand Community has some functions of recognition and inspiration. For example, 

you can find a "Volunteer of the Month" and success stories from volunteering projects. 

The Grants program recognizes and encourages the involvement of IBM employees and 

retirees who volunteer time and talents generously in their local communities through On 

Demand Community. 

In the information brochure about On Demand Community, IBM says that this resource 

was “designed to meet the needs of today’s workers, including mobile and work-at-home 

employees” (IBM, 2009). This purpose should be interpreted to mean that employees 

generally want to volunteer, and that On Demand Community makes it easier for them to 

do so. This is the specific purpose of this program, but On Demand Community is of 

course also a way for IBM to implement CSR. It is apparent that volunteers basically 

provide the mechanism to deploy valuable IBM technology tools targeted at schools and 

non-profit community organizations. And thanks to the site, IBMers have access to a lot of 

technology solutions that support IBM’s commitment to philanthropic actions. 

On Demand Community was on average a big success when it was first introduced.  One 

goal of it was to have broad participation by all employees, including executives. Initially, 

the target was 25,000 participants within the first two years. This number was exceeded by 

100%, with a bit over 50,000 registered in two years (IBM, 2012). 

This activity indicates that On Demand Community really caters for a need among 

IBMers. Though, these numbers do not say anything about the participation in each 

country. 

On Demand Community does, as part of CSR, also play an important role for business at 

IBM. Numerous studies have shown a correlation between good business and CSR (Perrini 

et al., 2012). One particular focus has been the link between Corporate Social 

Responsibility and Corporate Social Performance (Carroll, 1999; Wood 1991). 

 

4.2 Country comparison 

On Demand Community is a global initiative and exists for example also at IBM in 

Sweden. On Demand Community provides basically the same opportunities for employees 

in Sweden as in the USA. According to IBM’s brochure about On Demand Community, 

the program has a very high level of international success (IBM, 2009). This report seeks 

to investigate if this statement applies to Sweden. 

Current statistics from IBM are presented in the two tables below. Table 1 shows for 

example that 26% of all the people working for IBM can be found in the USA and 1% can 

be found in Sweden. Table 2 shows that 68% of all the volunteering hours registered in On 

Demand Community were registered by USA employees, compared with 0,01% for 

Sweden. All these numbers confirm that the USA is bigger on volunteering than Europe 

and particularly the Nordic countries. Apparently, in the USA, 26% of the world’s IBMers 
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account for 68% of the total volunteering at IBM. From these numbers, it is easy to 

calculate that USA IBM employees on average do about 260% more volunteering than 

Swedish IBMers. Volunteering is indeed a natural part of the USA society. 

 

Table 1. Percent of IBM employees in different countries (IBM, 2012) 

 
US Europe Nordic Sweden Sweden of Nordics 

2011 26% 19% 2% 1% 37% 

 

 

 

 

 

 

 

The findings from the statistics are also confirmed by the interviews. Dochen and 

Lundgren tell different stories about the corporate culture in their workplaces. Dochen 

speaks about an enthusiasm for volunteering among employees. He has many examples of 

people who have enjoyed working on their projects and he also says that they sometimes 

come to him with ideas of volunteering projects. Lundgren is somewhat surprised by how 

extreme the numbers in Table 2 are, but overall he is well aware of the lack of interest in 

employee volunteering at IBM Sweden. He says that his associates do not care much for 

On Demand Community and that he works to encourage more involvement.  

 

4.3 Experiences of On Demand Community 

Dochen receives a lot of feedback and success stories from people who use On Demand 

Community. He says that it is common for employees to feel proud of IBM because they 

are given the chance to do their volunteering.  

Volunteering is one of many things that can give employees a good experience of the IBM, 

and thus make them more likely to stay at the company. Sandy Dochen sees that employee 

volunteering and On Demand Community are popular among employees, and so this 

feature is one of many that are good for employee retention. 

Dochen also has a lot of good experience of helping people to use On Demand 

Community, and of contributing to volunteering. He has the important task of connecting 

people and to look around for cooperation opportunities. He says that he met some of the 

Table 2. Percent of total On Demand Community hours in different countries 

(IBM, 2012) 

 
US Europe Nordic Sweden Sweden of Nordics 

2011 68% 14% 0.02% 0.01% 31% 

2010 68% 14% 0.02% 0.01% 30% 

2009 68% 14% 0.02% 0.01% 31% 
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good partners because he is involved in the community. Another common approach is that 

partners can be met through customers or customers’ contacts.  

Lundgren describes his role in the same way as Dochen does. He acts as a connection 

between departments within IBM, government, NGOs and other stakeholders. Lundgren 

thinks that On Demand Community is a good tool for managing volunteering, but that it 

should be utilized better.  

On Demand Community is good but not flawless. Lundgren tells that IBMers do not 

always use On Demand Community when they do volunteering. IBM consultants do not 

use it at all. They report their work in another system and in this reporting, they do not 

separate volunteering hours from work hours. When volunteering hours subsequently are 

retrieved from these reports and added to the On Demand Community system, a few of 

them are unfortunately lost. 

Dochen and Lundgren agree on the likelihood that culture influences employee 

volunteering. Much of the differences can be attributed to that these two countries have 

very different political systems. Dochen’s impression is that the USA government does not 

do as much for its citizens as the governments in Sweden or other European countries do. 

Therefore, in the USA, it comes down sometimes more to volunteering. Dochen says “In 

other countries, from what I’m told, the government does all of that. And so, sometimes 

people are not as enthusiastic about volunteering because they do not have to do it”. 

Andreas Lundgren says that community and social issues do get a lot of attention in 

Sweden, but not through employee volunteering. The volunteering part of Corporate 

Responsibility is much weaker in Sweden than it is in the USA. Overall, CSR is interpreted 

a bit different in Sweden than it is in the USA. Lundgren says that "the Swedish approach 

to CSR issues and volunteering is very focused on sustainability, but also on what is called 

social entrepreneurship”. He wants to make IBM’s benefits of CSR apparent and, in 

particular, he tries to emphasize the positive effects of CSR on business. He says the 

business aspect of CSR is weak at IBM Sweden and that if employees began to associate 

CSR and employee volunteering with good business, the interest would be likely to 

increase. 
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5. Analysis 

This study provides some indications that cultural differences between Sweden and the US, 

in terms of volunteering, may have an impact on the way volunteering is emphasized and 

performed within a corporation. Volunteering is practiced more, and possibly encouraged 

greater at IBM in the USA than in Sweden. It can be assumed that a difference between the 

two countries in general attitude toward volunteering is the major reason for this situation. 

It is found that employee volunteering through On Demand Community at IBM is 260 

percent bigger in the USA than in Sweden. The difference is immense, but the literature 

provides more than one explanation. First, the difference is likely to depend on the 

employees own wish to volunteer but also on how much the corporation encourages its 

employees to volunteer. 

One evident culture difference is religiosity. People practices religion to a relatively great 

extent in the USA. Research has found a correlation between religiosity and volunteering, 

and religion is thus one natural explanation for their wish to take part in this kind of 

philanthropic activities. Swedes are overall less religious than Americans and may 

therefore be less committed to volunteering.  

Also, strong tradition of extensive environmental and social policies, participatory and 

egalitarian values in politics and a governmental incorporation in voluntary organizations 

can explain why Swedes show relatively small involvement in employee volunteering 

(Midttun, 2004; Lundström & Svedberg, 1998). 

This trust in the government applies mainly to employees while employers may be 

influenced more by business- related aspects. CSR and employee volunteering are in 

Sweden commonly perceived to benefit society rather than the business, which makes this 

area less prioritized by Swedish companies. 

Popularly, CSR in Sweden mainly involves global responsibility and, for instance, the 

government’s CSR issues are handled by the Ministry of Foreign Affairs (Ministry for 

Foreign Affairs, 2005). A shift in view on CSR, towards a focus on business advantage, 

would probably increase the interest in CSR issues. Lundgren also suggests that the 

function of Corporate Responsibility be moved from the Swedish Ministry of Foreign 

Affairs to the Ministry of Commerce. This change would depict Corporate Responsibility 

as part of business management and also, this change might make Swedish companies 

more interested in employee volunteering. 
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6. Conclusion 

The comparison has led to the insight that cultural differences between Sweden and the 

USA lead to a bigger engagement in employee volunteering at IBM in the USA. Employee 

volunteering is good both for the company and for society and therefore, Swedish society 

has a lot to gain from increased involvement. Since governance works similarly in both 

locations, the most important solution is a change in approach at Swedish companies. 

 

6.1 Sources of error 

On Demand Community is not the only existing program at IBM that offers support to 

volunteerism (IBM, 2010). There is for example Matching Grants program and 

Community Grants program, which have this characteristic. In the USA and Canada there 

is the Employee Charitable Contribution Campaign. All of the volunteering activity within 

IBM is, hence, not included in On Demand Community. Also, according to Lundgren, 

employees do not always record their volunteering hours on the site. This disappearance 

means that a study of activity recorded in On Demand Community does not provide the 

whole truth about employee volunteering. Though, it gives a good indication. 

A Canadian study suggests that larger versus smaller companies demonstrates greater 

formalization and codification of their support for employee volunteering (Basil et al., 

2011). This means that the found differences in volunteering may be because IBM’s 

Swedish subsidiary is a smaller organization than the American parent company. 

 

6.2 Development 

A study to confirm the hypothesis that cultural differences is the reason for the differences 

in volunteering would have to be much more extensive than the one that lies behind this 

report. It would, though, not have to include any complicated technology. A survey for 

IBM employees in different countries could easily give indications about why there are 

differences in commitment to On Demand Community. IBM does not routinely ask their 

employees for their opinions about On Demand Community. 

There are many other interesting topics related to this study. It would for example be 

interesting to study the relationship between the results found in this study and the 

phenomenon of globalization. The assumption that firms today develop into globally 

integrated enterprises builds on the nature of globalization. Globalization is “the trend 

away from distinct national economic units and toward one huge global market” (Hill, 

2011). If globalization is present, this should mean that the global responsibility 

perspective on CSR becomes less significant. The more of the world that is considered part 

of the company’s field of operation, the more of CSR will adopt the character of social 

responsibility. Phenomena in all parts of the world are relevant to the business. 
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