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Abstract

In the global marketplace of the 21st century, organisations should engage employees in corporate
social responsibility (CSR) initiatives to increase employee satisfaction and their competitive
advantage. CSR has been the topic of many organisations, and the debate over whether organisations
play a part in society beyond economic profit has been a major focus of research in CSR. Furthermore,
research on CSR from the perspective of employees is increasing, hence further research is necessary.
The aim of this study is to explore the perception of employees regarding CSR based on their
engagement and experience in their organisation’s CSR initiatives and its influence on employee
engagement and career satisfaction. Studies in the past have utilized quantitative methods, but
qualitative analysis is necessary to explore employee’s perception and the impact of organisations’

CSR types on employee engagement and career satisfaction.

Employees as potential agents of social change should stay positioned where their efforts are enabled
through CSR initiatives that have potential of meaningful impact on stakeholders including the
employees themselves, their employing organisations, and the general public (Arikan et al., 2016). The
current study examines how organisations’ CSR initiatives influence the collective relationship
between the organisation and employees as well as their perceived image of the organisation.
Questions regarding employee’s engagement in organisations, CSR activities within the community
they operate and the difference they make a in the world, would vary depending on the individual and

the importance they place on these areas in their own lives.

This study explores employee perceptions, feelings, beliefs, and the effect it has on their
organisational commitment, using the theoretical underpinning of the Social Exchange Theory (SET).
Hence, exploring the influence of CSR on employee engagement and career satisfaction in leading
Australian organisations that addresses the overarching research question which is: What is the
impact of CSR mechanisms on employee engagement and career satisfaction from the viewpoint of
the employee? The participants of this study from the three (3) leading Australian organisations were
eighteen (18) combined in total and an in-depth semi-structured interviews was conducted on
fourteen (14) employees and four (4) employees in managerial roles. More specifically, the study
examined the CSR type and activities in the selected organisations, the influence of CSR on employee
engagement and career satisfaction as well as the relationship between employee engagement and

career satisfaction.
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The study employed a qualitative research method and research design, used for the data collection.
To validate the findings, the interviews were audio recorded, transcribed, and data analysed using the
NVivo software to create themes and sub-themes. The findings from the study suggest that CSR
activities of these organisation influences employee’s perception positively. Further analysis from the
results showed that employee perception of CSR influenced their engagement at work and career
satisfaction. Furthermore, employee engagement in CSR initiatives influenced by CSR dimensions lead
to career satisfaction. The results of analysed data found that career satisfaction was influenced
significantly by employee engagement. In view of these findings, the recommendation for
organisations is to focus on developing more strategic and integrated CSR activities, while focusing on
building an ethical work environment, organisational culture and custom that can positively influence

employee work attitudes. The theoretical and practical implications of this study were also discussed.
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Chapter 1: Introduction

The commitment to employees and the community known as Corporate Social Responsibility (CSR), is
a growing concern (Jones et al., 2006; Newman et al., 2015), which over the last couple of the years
has become a subject of significant research for businesses all over the world (Dhanesh, 2014; Jimali
& Karam, 2016). Supporters of CSR suggest that the objective of a responsible organisation needs to
be outlined in terms of value increase for all its stakeholders, which consequently increases the
organisation’s value.

In the 21st century, the concept of CSR has progressively gained traction among academicians,
experts, and legislators (Loureiro et al., 2012). According to Turker, 2009, CSR is described as
“corporate behaviours that aim to positively affect social primary, social secondary, non-social
primary, and non-social secondary stakeholders and goes past their economic interests” (Turker,
2009: p 411). Employees significantly influence how their firms operate (Abugre, 2014). However,
even though several studies have shed light on the impact of perceived CSR on the behaviour and
attitude of employees, (Hofman & Newman, 2014), they have rarely done so in the context of its
influence on employee engagement and career satisfaction simultaneously. Although, one of the most
studied constructs in management research is still career satisfaction. Therefore, it is important for
organisations to understand whether their employees know and can detect sustainable activities
before they participate in organisational social engagements, so as to run CSR programs effectively
and efficiently. The aim of this research is to focus on this limitation by exploring the relationship
between employee engagement and career satisfaction and the role CSR plays in influencing them. It
provides information on employees’ viewpoints and their experience concerning the impact of CSR
has on engagement and satisfaction in the workplace. The remainder of the chapter covers the
research background, focus of the research for conducting the study, its context, the objective of the

research and the research questions, the study significance and concludes with the thesis outline.

1.1 Research Background

The present belief that organisations have an obligation to society is not new. In recent years,
businesses have gradually become more aware of the importance of corporate social responsibility
(CSR) to their business success (Glavas & Kelly, 2014). In other words, CSR has changed the society
role of performing business, from exhortation of social duties for business, to the understanding of
being and acting responsible (Bhaduri & Selarka, 2016). Research concerning engagement in CSR first
began in the 1880s (Carlsson & Akerstom, 2008). Furthermore, the tendency that it can assist

employees feel good regarding themselves as individuals, increase their work morale, and also prompt
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attitudes that are prosocial towards the organisation (Chung & Yang, 2017), is a possibility.
Consequently, CSR research needs to be broadened to capture each perspective and element within
the topic, because it communicates an organisations’ underlying values (Chung & Yang, 2016).
Therefore, to encourage effective activities of CSR, companies are required to align and re-evaluate
their strategies, values, and core business according to Jonker and de Witte, 2006; Lazslo and
Zhexembayeva, 2011, which encourages CSR to be embedded within the organisation. Similarly,
enthusiasts of CSR want organisations to focus on business ethics that includes a responsibility for
social and economic issues (Carlsson & Akerstom, 2008). Hence, the question becomes: are employees
considered to be an asset or a cost in CSR activities? Costs need minimization and control, while it is
expected that assets in the long term are required to produce a return which is worth their investment.
Therefore, organisations with CSR, can address enhancement efforts of employee engagement, such
as, confidence, motivation, commitment, and performance (Tuffrey, 2003), which eventually can lead
to career satisfaction. More importantly, once organisations can contribute and invest in relationships
building with its stakeholders, they are more likely than not to be successful (Lindgreen & Swaen,
2010). This is where it is seen that studies on CSR have mostly focused on institutional and
organisational issues, and their impact on businesses (Aguinis & Glavas, 2012). In light of this,
employees as a stakeholder group perceive, evaluate, judge, and react to CSR programs and actions
(Rowley & Berman, 2000; Rupp et al., 2018; Wood & Jones, 1995). Hence, employee commitment and
willingness are crucial to the successful implementation of an organisation's CSR activities (Collier &

Esteban, 2007)

1.2 Focus of Research

Increasingly, CSR is regarded as an important factor in attracting and retaining the best employees in
the business world (Gazzola, 2014b), therefore, it is recommended to create a good working
environment and develop internal strategies that will stimulate productivity and employee
satisfaction (Stancu et al., 2011). In fact, employees are more likely to recommend an organisation to
their friends and family as a good employer when they feel attached to it (Bhattacharya et al., 2008)
and if the company acknowledges that its employees are its greatest asset. This can determine the
priorities in human resources management and the tools available to achieve optimal results in the

organistion.

This study focuses on various aspects of corporate social responsibility (CSR), employee engagement
including employee’s perception of CSR activities and their organisation involvement in CSR.

Morgeson et al, (2011), defined CSR as the detailed background of organisational actions and policies
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that considers what stakeholders expect and the triple bottom-line of their social, economic, and
environmental performance. Therefore, good management is not only about paying attention to
stakeholders’ concerns and expectations, but also about promoting organisational image and
profitability. For example, the reputation of the financial industry was marred in 2007 during the
global economic crisis; with financial organisations further increasing their community involvement to
improve their image (Cohen, 2009). According to Lee (2020), a number of researchers increasingly
paid attention to CSR activities of organisations from an internal perspective and have widely
examined how management should implement CSR in an attempt to re-define CSR. In addition,
Agyemang and Ofei (2013), suggest that employee engagement concept has received too little
attention. Even though, organisations globally have shown advancing knowledge of CSR significance
to the accomplishments of businesses (Glavas & Kelly, 2014), where CSR engagement and
commitment must increase among companies, towards a more strategic and cohesive future (Carroll,

2021).

This study also explores the nature of CSR types with an understanding of its components, and the
relationship between the organisation and its stakeholders. It aims to put emphasis on exploring how
employees and their perception of an organisation’s CSR are related to the organisation—employee
relationship. This study particularly builds on existing literature that explores employees’ perceptions
of CSR activities within their organisation. In addition, employees' commitment and willingness are
crucial for the success of CSR activities in any organisation (Collier & Esteban, 2007), therefore more
research is necessary to thoroughly examine the connection between CSR activities, employee
engagement, and career satisfaction (Wang, et al., 2013; Mcnamara et al., 2017; Morgeson et al.,
2013). More specifically, eemployees’ views and experiences relating to CSR, employee engagement,

career satisfaction, and the impact of CSR on employee engagement are also provided in this study.

1.3 Statement of the Problem

A literature review reveals that a lack of CSR engagement can result in the decline of employee
commitment and loyalty to the organisation. On the other hand, a strong commitment to CSR can
result in positive affects to the organisation and its employees. In light of this, research conducted by
Mirvis (2012) revealed that engaging employees in CSR makes good business sense because it attracts
and retains loyal and committed employees while contributing to the well-being of the community.
Even though the argument by Bolton et al. (2011) suggest that employees are marginalised most often
from discussions of CSR, previous academic discussions observed that the employees who support

CSR is what determines whether CSR will spread across an organisation’s culture or remain merely a
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strategy of Public Relations (PR). Once more, Hassan et al., (2010) suggest that organisation’s major
challenge is that CSR has simply been defined by the way organisations have reacted to the concerns
of their external stakeholders rather than being infused into the organisation’s core values where the

major stakeholders are the employees.

Increasingly, companies are becoming aware that participating in socially responsible activities has
business benefits (Branco & Rodrigues, 2006). As a result, sales and market share increase, brand
positioning is strengthened, and investors are attracted to the brand. Additionally, engaging
employees has also become increasingly popular as organisations look to maximize the contribution
of their employees (Rothmann & Rothmann Jr, 2010). It is therefore becoming progressively clear that
research on employee engagement and its related factors is necessary, since current organisations
expect employees to be engaged, committed, and initiative-taking in order to achieve high

performance standards as well as to take responsibility for their own personal development.

In summary, according to all the above narratives, CSR research in large organisations does not
sufficiently focus on employee perceptions of CSR activities and the impact on their behavioural
outcome (Papacharalampous & Papadimitriou, 2021). Thus, the present study will enhance research
in this area by providing evidence of how employees perceive CSR at work and how it affects their

career satisfaction as well as engagement at work, internally and externally.

1.4 Purpose of the Study

In the preceding years, organisations have been pressured across the world by several constituencies
to implement socially responsible behaviours in their organisations. This was specifically because of
consumers who started avoiding products or services produced or provided in a socially irresponsibly
manner; investors who preferred to invest in socially responsible products; employees who started to
disclose their preference for socially responsible prospective employers, and the list goes on
(Cornelius et al.,, 2008). Therefore, this qualitative descriptive study purpose is to explore how
employees in leading Australian organisations describe their perception of CSR experiences
influencing the meaningfulness of their job. It is also important how companies treat their employees
and what activities they offer to them to feel valued and accepted, (Smith et al., 2015). In fact, valued
and accepted employees are often more satisfied, motivated, and can perform better, where the CSR
impact can mostly be measured indirectly. This study will therefore explore the CSR practices of
organisations through the perceptions of their employees and analyse the potential impact of those

CSR activities on the employees and how they are engaged. It will also explore the type and form of
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CSR practiced by these leading organisations; the engagement strategies implemented in the
organisations. Thus, the preceding discussion provides a brief overview of the research gap and the
theoretical underpinnings of this study and, in doing so, the following over-arching research question
and goal is supported:

RQ: What is the impact of CSR mechanisms on employee engagement and career satisfaction from the
viewpoint of the employee?

Therefore, an attempt is made to fill this gap in the research study, and to provide observed evidence
for the theorised relationship in the study that could be attributed to organisations strive to making
improvements in the impact of CSR initiatives on employee engagement and career satisfaction

explored from the employees perspective.

1.5 Research Questions

Itis important to highlight, that CSR communicates an organisation’s underlying values (Chung & Yang,
2017). Hence, it is imperative to note that CSR potentially augments employee perspective such as
organisational commitment, organisational identification, and career satisfaction (Chung & Yang,
2017). Considering the present proof of employees in leading organisations, how they perceive CSR
initiatives and its CSR influences on work engagement and career satisfaction, further research was

deemed necessary. Therefore, the following research questions are posed:

RQ1: How does CSR type influence Employee Engagement?

RQ2: How does CSR type influence career satisfaction?

Employee
RQ3: How does Employee Engagement influence Career Satisfaction Engagement
(EE)
Corporate Social
Responsibility
(CSR) Types

Career

Satisfaction

(CS)

Figure 1. 1 A model of the antecedents and effect of CSR types on EE and CS

ol
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1.6 Significance of Study

Primarily, the objective of this study is to explore how employees perceive their organisation's CSR
and how this affects their work attitudes (employee engagement and career satisfaction). In this
regard, this study contributes significantly to the already existing knowledge about CSR in
organisations that has been researched extensively all over the world. The study’s key findings will
support employee’s perception of CSR concept with the employees as the focal point of the study.
Hence, organisations or companies can use employees’ perception and experience of CSR to validate
their reputation and determine whether CSR is “built in” or “bolted on” (Dowling & Moran, 2012).
Another point to consider is, understanding employees’ emotions, attitudes and behaviours related
to CSR in general, as well as to CSR specifically targeted at stakeholder groups, can more importantly
have the potential to benefit employees and may increase participation in CSR. Furthermore, this
research study will also look at the importance of engaging employees in CSR, and its impact on how
they are motivated, their identity, and sense of meaning and purpose which may eventually lead to
career satisfaction. Consequently exploring three diverse ways in which employees are engaged
through companies CSR: that is, the transactional approach, this is where programs are commenced
to meet employees needs of those who want to participate in the company’s CSR endeavour; the
relational approach, which is based on psychological contract that highlights social responsibility; and
the developmental approach, aiming to operate social responsibility in a company and working to
advance its employees becoming corporate citizens that are responsible (Mirvis, 2012). Thus, overall,

this research will advance the knowledge of CSR tie to engagement and career satisfaction.

1.7 Research Design and Method

Yin (2014) suggested that research case studies fit into three categories. These categories are (a)
exploratory, (b) descriptive, and (c) explanatory. Where exploratory research seeks to address what
the research question is about, for example, what can be learned from this research? Therefore, the
qualitative approach selected for this study which is exploratory provides the best understanding for
the study and adopts the qualitative research design, involving interviewing employees of leading
organisations employees to allow the exploration of employees’ perceptions, attitudes and behaviour
with respect to the organisations CSR practices. This qualitative methodology is ideal when the
phenomenon of interest is best studied from the perspective of the individuals who are experiencing
the phenomenon (Merriam & Tisdell, 2016). As a consequence, a comprehensive analysis of the
research problem through the data collected from the interview process is analyzed using the NVivo

software, which enabled the researcher to explore the elements that CSR effect has on employee
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engagement and career satisfaction.

1.8 Outline of Thesis

The current thesis consists of five chapters that discuss individual aspects of the study.

Chapter One introduces the background of the study which includes the discussions of the problem
statement, purpose of the study, the research question pertaining to the influence of CSR on employee
engagement and career satisfaction from an employee’s perspective. Then, continues with
significance of the study, research design and methods, and the chapter disposition.

Chapter two comprises of a comprehensive literature review on this research topic, building the
theoretical foundations for the study by reviewing the existing literature with respect to the history
and evolution of CSR. It also examines journal articles related to the content of the present study.
Chapter three contains the research design and methodology in which the data collection and analysis
are employed. It includes the research philosophy, population of the study, sample size, sampling
techniques, detailed data collection procedure, analytical techniques, instrumentation, validity and
reliability, and finally, discusses the ethical procedures for the study. The research design and
methodological approach used to justify the research theory and the selection of the qualitative
methodological approach is also discussed.

Chapter four reports the resulting findings and the interpretation of the data analyses as it relates to
the research questions as well as detailed discussions, that included participants, data collection
procedures, data analysis and then the reports of findings leading to the examination of the
propositions for the research.

Chapter five presents a summary of the study consisting of the discussion of theoretical and practical
implications of the present research. A detailed conclusion is provided in addition to a discussion of
the limitations of the current research study. Finally, recommendations are made for practice and

future research directions.
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Chapter 2: Literature Review

2.1 Background

The business environment has changed over time, it is now recommended that organisations invest
in employees to increase employee engagement (Vance, 2006). Employees are considered the primary
influence in organisational performance and productivity. They are the ones who play a major role
and make significant contributions in the organisation. This chapter discusses and reviews key relevant
literature related to Corporate Social Responsibility (CSR) and Employee Engagement (EE). The
definition, evolution, CSR current trends, employee engagement and career satisfaction as well as the
relationship that exists between them are discussed. Furthermore, employee perception of CSR is also
explored and reviewed. Hence, the underpinning theories of the constructs and how they are linked

together is discussed and finally, a conceptual framework for the study is discussed.

2.2 Corporate Social Responsibility (CSR) Concept and Evolution

The definitions of the early explorations of Corporate social responsibility (CSR) as a concept, along
with its social context, gave way to growing interest of researchers explaining what CSR was and what
it meant (Carroll, 2008). CSR has achieved considerable momentum and significance in the
contemporary business environment and also among management researchers (Vig, 2016). The long
history of CSR concept has evolved with the growth of global organisations since the twentieth century
(Moura-Leite & Padgett, 2011). Carroll (2008) posited that CSR evidence can be seen globally, both in
developed and developing countries, although most early works on the concept have been mostly
obvious in the United States where a substantial amount of literature has been produced (Carroll,
2008). Given the current economic globally focused environment, such diversity of CSR may stretch
beyond borders and may even have a global effect. Even though researchers have found that more
than $828 million is spent by corporations on advertising their charitable activities in the United States
(Porter & Kramer, 2002). Such spending is primarily utilized to increase corporate visibility and the
morale of the corporation’s employees. Likewise, Carroll (2016), argues that most business goals and
responsibilities dramatically have an effect on employees in addition to other stakeholders due to the
critical nature of an organisation’s essential financial viability once they occupy their place in the
economy. Therefore, organisations should take responsibility for its impact on society and the
environment, which can include the implementation of environmentally friendly practices, charitable
causes and ensuring that employees of the organisation are ethically treated along with other

stakeholders (Rahman & Wallace, 2022).
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Business practices and societal expectations have changed over time, leading to the evolution of the
concept of CSR (Marco-Lajara et al., 2022). Therefore, to appreciate fully the impact of CSR on
organisation’s behaviour, it is essential to understand fully its complex history and evolution. For many
years, CSR was seen as a way for companies to offer a sense of belonging to the community and
mitigate the negative impacts of their operations. Companies often viewed their charitable work as
separate from their core business activities, and this approach was primarily focused on charitable
donations or one-off community projects according to Hanlon, (2022). Subsequently, it is generally
understood that CSR is concerned with achieving a balance between economic, environmental, and
social imperatives (the so-called triple bottom line approach), while simultaneously dealing with
shareholders' and stakeholders' expectations (Yevdokimova et al., 2019). Lots of multinational
organisations understood that being socially responsible (Latapi Agudelo, et al., 2019), had the
potential of being a safe pathway to balance the opportunities and challenges of the globalisation
process that they were experiencing, and the result was the commitment of CSR becoming stronger
(Carroll, 2015). Moreover, in CSR becoming more holistic and integrated in recent years, companies
have adopted a more holistic approach. In addition to addressing specific social and environmental
issues, a company's business model and operations need to be considered. Hence, sustainability is
often referred to as "corporate sustainability" and it has become a fundamental part of business
strategies (Sanchez-Planelles et al., 2022). In light of this, tracking the concept development of CSR
from the period it began will not only put it into perspective, but will further enhance CSR knowledge

among practitioners and researchers (Moura-Leite & Padgett, 2011).

CSR in the 1800s to the late1980s

Corporate Social Responsibility (CSR) in the late 1800s to late 1980s was a concept that primarily
focused on philanthropic efforts by companies. Businesses would make charitable donations or
engage in other forms of socially responsible activities, but there was little emphasis on integrating
these efforts into the company's overall strategy or operations (Rosario et al., 2022). Additionally,
there was little regulation or pressure from stakeholders for companies to be socially responsible.
Furthermore, during the late 1800s, efforts of philanthropy was focused on the working class and the
creation of welfare schemes, with examples that could be seen practiced both in Europe as well as in
the United States of America (USA) (Carroll, 2008). Consequently, Victorian Philanthropists were
subject to a great deal of idealism and humanism because of the religious roots and moral principles
of their social conscience (Harrison, 1966). This began to change in the late 1980s as more attention
was paid to the role of businesses in society and the potential negative impacts they could have on

communities and the environment. In light of this, the idea that businesses should turn their social
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responsibilities into business opportunities was emphasized by Drucker (1984). Likewise, according to
Wartick and Cochran (1985), corporate social performance could be considered a more
comprehensive framework for evaluating CSR. Therefore, by incorporating principles, processes, and

policies, these authors recast Carroll's aspects of corporate social responsibility.

CSR from the 1990s to the 2000s
The early works of Sethi (1975), described three important factors of CSR behaviour. Sethi described
corporate behaviour as occurring on three different level. The first level was social commitment,
defined as reaction to legal guidelines and industry restrictions. The second level was for corporations
to act beyond a normal obligation and respond to societal needs. Finally, the third level was for
corporations to engage their stakeholders (particularly among the workforce) in CSR and consider
their issues and concerns (Seth, 1975). In view of this, scholars have sought to look into the
relationship between corporate social performance and an organisation’s financial performance
(Griffin & Mahon, 1997).
Carroll, (1991) built on Sethi’s model by addressing such models of corporate responsibility as

(a) Humanitarianism or being a good corporate citizen,

(b) Decency or doing what is good and fair and not harming others, and

(c) Lawfulness or obeying legal policies and guidelines.
Subsequently, Carroll developed four categories of responsibility to show the development of a
corporation and society’s interface in the US. He contended that the historical trends of corporate
responsibilities are economics, legal aspects and later there was a focus on moral and unhindered
aspects. Carroll, (1991) also posited that, financial commitments are expected to be alleviated by
ethical or social obligations. Therefore, Pinkson and Carroll, (1996) produced similar findings and
validated Carroll’s four empirically independent elements of CSR. As a result, many studies have tested
CSR models and in later years, Pinkston and Carroll (1996) conducted another survey. The participants
were 591 executive leaders who represented multinational chemical companies in England, France,
Germany, Japan, Sweden, Switzerland, and the US. The only exception was that Germany and Sweden
ranked legal responsibilities as their number one priority and this was followed by the economic,

ethical, and philanthropic responsibility as their lowest priority, (Visser, 2006).

CSR-related events dominated the 2000's decade, which is divided into two sections. The first section
deals with the recognition, expansion, and implementation of CSR, while the second involves the
academic publications' strategic approaches to CSR. Hence, the Sethi (2008) and Carroll (2008) study
lends reliability to the current research and its quest to understand CSR and its influence on employee

engagement and career satisfaction. Even though, Carroll, (2008) contended that unique contributions
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made in the 1990s were very few. Still, Carroll observed that beyond all these factors, the concept of
CSR had become the building block of these foundations, or the departure point of other
corresponding concepts and themes when working closely with stakeholders, social, environmental,
ethical, human rights and consumer issues that are incorporated into business operations and basic
strategy. Hence, as a consequence of the technology revolution, the focus on the theoretical
contributions to CSR has shifted to more empirical research on the subject (Carroll, 2008). In addition,
Moura-Leite and Padgett (2011) noted that current CSR studies have moved away from an ethics-
focused emphasis toward a performance-oriented one. A similar finding was made by Vogel (2005),
who pointed out that CSR literature at present emphasises CSR's relationship to corporate
profitability. This was supported by his citing of a 2002 survey by PricewaterhouseCoopers (PWC),
which saw 70% of global CEOs belief that CSR was a key component of their companies’ productivity.
Therefore, CSR has become an important part of their overall business strategy and a key ingredient
to their all-round business success, (McCallum et al., 2013). Hence, companies should sponsor
programs for disadvantaged employees and this obligation should be an unrestricted commitment,
(Allen, 2016). Overall, the evolution of CSR reflects a growing awareness of the role that businesses
play in shaping society and the environment, and an expectation that companies will take a proactive

and responsible approach to addressing these issues.

2.3 Corporate Social Responsibility (CSR) Definitions

A company's commitment to ethical behaviour, social and environmental stewardship is referred to
as corporate social responsibility (CSR), (Marco-Lajara et al, 2022). It encompasses a wide range of
issues, including environmental sustainability, human rights, labour practices, and community
engagement. Different organisations and experts have different definitions of CSR, but they all
generally agree that it involves going beyond a company's legal obligations to operate in a way that
positively impacts society and the environment. Therefore, based on the understanding that CSR has
existed in the spotlight for decades, Porter and Kramer (2011) has explained this to be a necessary
stage in business evolution and it is defined as: “policies and operating practices that enhance the
competitiveness of a company while simultaneously advancing the economic and social conditions in
the communities in which it operates”. There have been numerous studies by (Samanta, 2013; Ditlev-
Simonsen, 2015; Zheng et al. 2015; Kruger, 2015) that revolve around impacted CSR and the
stakeholder group benefits, as a company, this is the long-term commitment to act ethically. When
discussing CSR, people quite often think about an organisation’s responsibility to the environment or
charitable groups when, in fact, one of the most important responsibilities is the one they have to the

primary stakeholder group, that is, organisation employees (Chang et al., 2012).
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CSRis a complex term and like globalisation or sustainability, is an example of a dense’ term (Shanahan
& Seele, 2017). A dense term has many layers of meaning, and when these layers are peeled away,
new understandings emerge, based on what is already known and what is yet unknown, (Carter &
Burritt, 2007). In addition to assisting the community in which an organisation operates, CSR is also
identified as an innovative and distinct way of motivating employees to provide customers with high-
ranking service (Korschun et al., 2014) through the incorporation of additional responsibilities into
their workload, is associated with the natural environment and society, as an addition to the economic
responsibilities. Sebsequently, Willard (2005) established that organisations who had CSR activities
provide their workforce a meaningful workplace. It was also revealed in the same study that merely
recognizing an organisation’s legal and economic activities has little impacts on the perceptions of an
employee that their welfare is cared for by the company, (Willard, 2005). Furthermore, CSR can also
be described as a "triple bottom line" approach, which considers the economic, social, and
environmental performance of a company (Pan et al., 2021). In other words, this approach aims to

balance the financial success of the company with the well-being of society and the planet.

Furthermore, CSR was also defined by The Commission of the European Communities (2001, p.1) as a
voluntary practice that involves companies integrating environmental and social concerns into their
business operations. From the perspective of business practices, Moratis (2016) asserts that the
International Organisation for Standardisation (1SO) definition which defines CSR as "part of the overall
responsibilities of an organisation that goes beyond legal and economic obligations and does not
compromise the company's profitability"”, indicates that businesses have a chance to maximize CSR,
since it will lead to an increase in competitiveness, brand development, employee and customer
retention, and a positive outlook from investors, shareholders, and financial investors. In Carroll's
view, CSR includes society's economic, legal, ethical, and philanthropic expectations of organisations
at a given time (Carroll, 1991). Therefore, this study adopts Carroll (2016) ideologies of CSR where it
embodies the framework for organisations to consider the social and environmental impacts of their
operations on the society and to strive to make a positive impact. This provides a basis for explaining
how businesses relate to the society in which they are a part of, which will also help outline the nature

of their responsibilities (Carroll, 2016).

2.4 The CSR Dimensions and Typology
The four dimensions of CSR developed by Carroll (1991) on the basis that CSR must be carefully crafted

in a way to encompass the full range of business responsibilities to gain high recognition from

Chapter 2: Literature Review 12



conscious businesspeople. CSR is therefore identified through its four types: philanthropic, economic,
ethical, and legal (Carroll, 2016) which involves four distinct responsibilities. Where the economic
indicator signifies a company's financial responsibilities regarding being competitive, profitable, and
how efficient they operate, whereas the legal indicator signifies the obligation of the company’s
adherence to marketplace rules and regulations (Lee et al., 2012; Carroll, 2016). The ethical indicator
signifies the responsibility of a company recognising and respecting ethical standards and being fair in
performance management beyond their legal obligation, while the philanthropic indicator is
connected to the company’s obligation of good corporate citizenship, such as human welfare
promotion (Lee et al., 2012; Jones, 2010). On the other hand, a typology is a set of conceptually
interrelated ideal types, (Rehman et al., 2022). In this case, it is a way of describing how employees
display different behaviours, attitudes or views of their organisations. Therefore, CSR typology refers
to the different ways in which organisations can approach their social and environmental
responsibilities. Consequently, organisations CSR approach may be a combination of one or more

types of CSR typology, and this is discussed below.

2.4.1 Philanthropic/Discretionary responsibility

As specified by Carroll (2016), philanthropic responsibility refers to a business’ goodwill towards the
society. According to Carroll (2016), an organisation's decision to show generosity towards its
immediate community does not constitute responsibility in its literal meaning, however, being kind to
the communities where they operate is becoming increasingly important as stakeholders expect it on
a daily basis. Once more, the type and quantity of contributions are primarily elective. They are largely
helped by the company's efforts to support social causes that are neither legislated nor required by
law. In other words, they desire to act morally towards society. Furthermore, there is a social
expectation from every society that businesses should give back to their communities that support
and aid them. According to Carroll (2016), an examination of the social contract between a business
and the society reveals that people expect the business to behave responsibly as good corporate

citizens.

2.4.2 Economic responsibility

Carroll (2010) argues that as a requirement for their continued existence, organisations have a
financial responsibility to the society that gave them permission to be founded and maintained.
Furthermore, businesses were established to offer the general public products and services.

Therefore, society anticipates that businesses will be able to continue operating because their success
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will encourage their owners or shareholders to make investments and generate further finances to

support and enhance their operations.

2.4.3 Legal responsibility

Businesses are not just expected to be economically responsible by society, but also to comply with
laws and regulations which govern how they operate and function. Essentially, Carroll (2010) believes
that these grounds rules reflect a society’s notion of codified ethics because they define fair business
practices at all levels of government, including federal, state, and local. As a consequence, businesses

are required to obey the laws and regulations enacted by society.

2.4.4 Ethical responsibility

Although the two categories of regulations (economic and legal) described above include ethical
guidelines, it is crucial to keep in mind that there are still other behaviours and practises that society
expects businesses to follow as part of their obligations. Therefore, organisations that behave
ethically, uphold accepted cultural standards and practises that are not specifically stated in legal texts
but that organisations are nonetheless required to adhere to. Likewise, Carroll (2016) goes on to
explain that a company must fully adhere to the "spirit" of the legislation as well as the "letter" of it
in order to be considered ethical. Additionally, ethically sound organisations behave in ways and a way
that demonstrates fairness and objectivity, even when the law does not require it. Hence, the Carroll
(2016) pyramid of CSR as illustrated below is the framework that helps organisations understand and

prioritise their social and environmental responsibilities.
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Responsihilities

Do what is just and fair,
Avoid harm

Ethical
Responsibilities
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Regulations e
Legal Responsibilities

sociely
Economic Responsibilities

Figure 2. 1 Carroll’s Corporate Social Responsibility Pyramid

Source: Adapted from Carroll (2016)

The CSR pyramid by Carroll (1991) has been cited by several authors of CSR (Visser, 2006) and has
evolved over two decades (Schwartz & Carroll, 2003), thus, maintaining its relevance. In a nutshell,
the pyramid is built in a fashion that reflects the fundamental roles played and expected by business
in society. Figure 2.1 above presents a graphical depiction of Carroll’s Pyramid of CSR (Carroll, 2016).
Employees establish certain perceptions about their work and the whole working environment, which

includes CSR initiatives, as stakeholders in the organisation.

Additionally, CSR literature currently shows that a meaningful conceptualisation needs to be dynamic
(Decker, 2004) and should essentially address how businesses are managed. Accordingly, the focus
should not only be on the impact of businesses on society, but also on the ability of businesses to
respond to societal and environmental concerns and to manage that impact in an ethical manner. As
aresult, organisations must also consider how CSR strategies and initiatives affect employee attitudes,
such as organisational commitment, employee engagement, and employee performance (Story &
Neves, 2015). Overall, organisations need to consider the positive effects of CSR on their reputation
(Gazzola, 2014a), and the impact on current employees’ commitment (Turker, 2009) and the
attractiveness of an employer in the mind of prospective employees (Greening & Turban, 2000).
Specifically following this understanding, perceived CSR is defined as the “degree of employees’

perception about the support provided by their employer to CSR-related activities” (Choi, 2014).
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2.5. Employees’ Perspective of Corporate Social Responsibility
Current research examines the consequences of CSR activities, including employees’ attitudes,

emotions, evaluations, and performances (McShane & Cunningham 2012; Mirvis 2012; Muthuri et al.,
2009). Employees are recognized as key stakeholders in an organisation as they drive the
advancement of CSR initiatives, and being engaged in CSR, adds meaning and purpose within the
workplace (Glavas, 2012; Mirvis, 2012). Genuine CSR commitment is also apparent in the opinions,
attitudes, and actions of employees (McShane, & Cunningham, 2012). Employees might not see CSR
applicable to their jobs if they are not participating in CSR initiatives or if they see it as nothing more
than a facade. An employee's impression of CSR, according to Shaban (2014), is their own evaluation
and comprehension of the CSR initiatives undertaken by their organisations. Employees who are
satisfied with their careers and have favourable impressions of the company's CSR initiatives will show
this by accentuating the satisfaction they derive from both their careers' intrinsic and extrinsic rewards
(Kong et al., 2012). Socially responsible activities may develop norms and values that are consistent
throughout those practises as a consequence of involvement in developing ideas, planning, and

participation.

Accordingly, employees' perceptions of CSR are based on their assessment of an organisation's day-
to-day activities and dealings at work. As such, CSR has once again evolved into a competitive
advantage for businesses in the 21st century (Linfei & Qingliang, 2009). According to Zhowa (2010),
companies can make a profit while doing what is right and making a positive impact on society at the
same time, when they practice CSR strategically. The shift from obligation to strategy is therefore
evident in CSR in the new millennium. Hence, an organisation's first objective is to fulfil CSR as an

obligation, while its second goal is to improve its competitiveness and achieve corporate objectives.

Employers like to be a key part of the CSR activities of their organisations so as to support the CSR
goals of their organisations, as demonstrated by Rupp et al, (2018) using their case study as an
example. Similarly, Collier & Esteban (2007) demonstrate that employee engagement and response
are critical to the effectiveness of CSR programs. There is still uncertainty about how CSR impacts
employee perceptions and attitudes at work (Glavas & Kelly, 2014), but a number of studies have
indicated that corporate social responsibility contributes to improved job performance (Peterson
2004; Brammer, et al., 2007; Valentine & Fleischman 2008; Turker 2009; Kim, et al., 2010; Hofman &
Newman 2014).

2.6 CSR Initiatives
One way of classifying CSR initiatives is through stakeholder group study. Stakeholders are groups and
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individuals that have interest or concerns with an organisation (Bhattacharya et al., 2009). Primary
stakeholders are customers, employees, shareholders, and suppliers, who are critical to an
organisation’s success (De Roeck et al., 2014). Secondary stakeholders are not directly engaged with
the organisation and not essential for its survival but can have a significant impact on the organisation.
Secondary stakeholders for example include investors, society, competitors, government, unions,
pressure groups and media (Harrison & St John, 1996). The stakeholder group approach to classify CSR
initiatives is based on the status of identity, which is, viewing stakeholder groups as being internal to,
or external to, the organisation (Cornelissen et al., 2007). For example, CSR initiatives are either
directed, within the organisation, at employees (internal CSR) or to external stakeholders (external
CSR) (Brammer et al., 2007). Studies have shown that employee attitudes to CSR initiatives are
associated with the target stakeholder group. For example, Peterson (2004) found that external CSR
(initiatives that target external stakeholders) boost employee commitment to their organisation. As
such, it is important to examine CSR initiatives from both perspectives. Therefore, to answer the

research question, first and foremost, need to discuss the driving force of CSR.

2.6.1 Internal CSR

Internal CSR acknowledges the needs and well-being of employees (Gupta & Sharma, 2016), as well
as potential applicants, by promoting progressive work policies, workplace safety, financial security,
flexible hours, job sharing, on-site childcare, employee health, training, diversity, equal opportunity,
and matching employee donations to charity (De Roeck, et al., 2014). Internal CSR encompasses areas
such as management of work, the work environment, social aspects, and workers’ rights (Cornelius,
et al., 2008). On this basis, Welford (2005) articulates a clear set of internal CSR markers that are
applied to large corporations in Europe, North America, and Asia in an attempt to compare CSR in
developed countries. These internal markers comprise; non-discrimination, equal opportunity, fair
wages, vocational education, association (bargaining, complaints procedures) and human rights

(Welford, 2005, p. 35).

An example of an internal CSR initiative that was effective is demonstrated by Hotel Villa Magna-Park
who acted in a very socially responsible manner to their employees through its “Pause Program”. In
2007, the hotel undertook extensive renovation that lasted for more than a year. Instead of laying off
staff, all 173 personnel were retained during this period, at which time they engaged in learning
activities (with full pay) which, ultimately, resulted in a more loyal and skilled workforce
(Bohdananowicz & Zientara, 2008). The hotel went to great lengths to care for its staff, thus supporting

the host community and employees and facilitating a “win-win situation” for all. This is an example
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that demonstrates the beneficial flow-on effect internal CSR (directed within the organisation) can

produce for external stakeholders, such as the community as a whole.

2.6.2 External CSR

External CSR is mainly concerned with an organisation’s outward social and environmental practices
(De Roeck et al., 2014). As discussed previously, Welford (2005) also articulated a set of external CSR
markers by examining various definitions and international codes of CSR to outline the elements of
CSR best practice. He identified nine aspects of external CSR which include labour standards (policy
for suppliers in developing countries), child labour (policy on restriction), human rights, suppliers
(inspection of facilities), local protection (commitment to local community), stakeholder (responding
to complaints), fair trade, indigenous people and ethics (p. 35). These external CSR markers illustrate
that, while CSR usually focuses on ‘doing good’, it is also important to put in place policies to avoid
‘doing bad’ (Lin-Hi & Miiller, 2013). Failure to ensure effective policies are in place for external CSR
can be viewed as “corporate irresponsibility”, which puts a corporation’s reputation at stake. This
sentiment is supported by Brammer et al., (2007), who propose that external initiatives are concerned
with enhancing the firm’s image, reputation, and legitimacy. For example, Nike suffered damage to its
reputation after it was exposed that the company failed to regulate international suppliers to meet
quality, ethical and social standards (Maon et al., 2009). In the late 1990’s it was uncovered that Nike
had been using sweatshops to produce goods in Korea and China. The massive stakeholder backlash
forced Nike to change its original position that it did not control the factories because it did not own
them, to ensure that all suppliers provided employees with appropriate wages and working
conditions. Since this well-known case of corporate irresponsibility, a strong anti-sweatshop lobby

group has ensured that the clothing manufacturing industry self-regulates (Rock, 2003).

2.7 Employee Engagement Concept and Definitions

Employee engagement has been one of the key ideas in management literature during the past few
years (Guest, 2014). Engagement has attracted the attention of many organisations in the global
business environment, and employers and policymakers are seeking for innovative ways to influence
high levels of employee performance through engagement (Bailey et al., 2017). An engaged employee
according to Schaufeli & Salanova (2014), is energetic, dedicated to work, mentally resilient, and
enjoys work challenges. Handa & Gulati (2014) has defined employee engagement as an employee’s
intellectual, emotional, and behavioural condition directed in the direction of the desired
organisational results. Engagement in the workplace increases the likelihood that workers add value

to the organisation and deliver the performance that stakeholders expect. A role that enables an

Chapter 2: Literature Review 18



employee to achieve employment engagement is one in which the employee is willing and capable to
contribute to a company's success, mainly through easy and consistent flexible efforts on the part of
the employee. Engagement in the workplace increases the likelihood that workers add value to the
organisation and deliver the performance that stakeholders expect. They are also unlikely as other
employees to leave their current employer for another, thus, contributing to greater stability of

workforce in market that is talent hungry. (Karatepe, 2012; Koyuncu et al., 2013).

Defining the term Employee Engagement (EE) can be challenging as researchers, educational
consultants, and generalist of human resources have developed various definitions. Employee
engagement does not have a specific commonly accepted definition that can be used as a general
reference, (Obeidat, 2016). Several scholars have provided many but somewhat similar definitions of
the concept employee engagement. Engagement was first entered in the academic glossary by
Papasolomou-Doukakis et al., (2005) who proposed that personal engagement occurs when people

bring in or leave out their selves when performing their work roles.

Robinson et al., (2004) defined employee engagement as a positive attitude held by employees toward
the organisation and its values. Employees who are engaged in the workplace are aware of the
business environment and collaborate with co-workers to advance the organisation. MaclLeod &
Clarke, (2011: p9) referred to employee engagement as a “workplace approach designed to ensure the
employees are committed to their organisation’s goals and values, motivated to contribute to
organisational success, and are able at the same time to enhance their own sense of well-being”.
Hewitt, (2010) defined engagement as the emotional and intellectual commitment of individuals or
groups to an organisation that affects business performance. Shuck & Wollard, (2010: p. 103) use work
engagement to refer to employee engagement and state that it is “an individual employee’s cognitive,
emotional, and behavioural state directed toward desired organisational outcome”. According to
Ariani, (2013), employee engagement is a construct that captures the differences between individuals
and the amount of energy and dedication they provide to their jobs. The cognitive component of
employee engagement relates to employees' perceptions of the organisation, its executives, and the
working conditions. The emotional component focuses on the attitudes that employees have towards
the organisation and its leaders as well as how they feel about each of those three components. The
physical component of employee engagement relates to the physical efforts made by individuals to

carry out their responsibilities.

Thus, according to Kahn (2013), engagement means to be psychologically as well as physically present
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when occupying and performing an organisational role. Engaged employees who are deeply
connected to their employer work with passion and feel a profound connection to their organisation.
Contrarily, disengaged employees go through their workdays like sleepwalkers, putting in time to
work, but without passion or energy, (Arthi, 2019). The employees do not have productive
relationships with their supervisors or with their co-workers. While employees who are actively
disengaged are not only unhappy at work; they are also busy acting it out. These employees undercut
the efforts of their motivated colleagues every day. Employee engagement is thus a combination of
cognitive, emotional, and behavioural factors (Arthi, 2019). Employees' perceptions of the business,
its executives, and the workplace culture are referred to as cognitive engagement. How employees
feel about the business, its management, and their colleagues is the emotional component. The value-
added component that is evident in how much effort employees put into their work is the behavioural

aspect (Lockwood, 2007).

Additionally, Ferreira and Real de Oliveira's (2014) study on Portugal looked at the connection
between CSR and employee engagement. They made a deliberate effort to pinpoint the various ways
that CSR (both internal and external) promotes employee engagement within their organisation. The
study used a survey as its method of enquiry and sampled 193 middle-level managers from many of
Portugal's largest businesses in a variety of industries, including retail, finance, communications, and
the food and beverage industry. The authors' theoretical framework for the study was based on
Freeman's (1986) stakeholder theory. Finally, their analysis showed that despite the extremely high
levels of participation from the survey's respondents, there was no appreciable difference across the
various kinds of CSR (that is, internal and external). Employees engaged in more CSR activities when

exposed to internal CSR efforts, rather than merely observing external CSR practices.

This research study adopts Kahn’s (2013) definition because it offers a rounded description
considering the emotional, physical and cognitive capacity of employee engagement. Where career
satisfaction is reflected in employees with internal aspects of satisfaction (e.g., compensation and
promotion) and the external aspects of satisfaction (e.g., training & development and performance

appraisal) along their career (Seibert & Kraimer, 2001).

2.8 Employee Engagement Dimensions and Approaches

The model of engagement has been the subject of a significant amount of research over the last ten
years, and consultants, management experts, and organisations have all shown a keen interest in it
(Saks & Gruman, 2014). Kahn (1990) defined employee engagement as the amount of effort, devotion,

and commitment employees put into their work. Since then, academics and a large number of
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corporate consultants have continued to offer their various viewpoints on employee engagement.
According to Tsourvakas and Yfantidou (2018), on the other hand, from the Institute of Employment
Studies (IES), noted that engagement is a positive attitude adhered to by employees towards their
organisation and its values. Furthermore, Khan (1990) in his works, expressed the opinion that
engaged people exhibit their physical, emotional, and cognitive identities while performing their job-
related activities. A worker who wants to be fully involved in their work must therefore bring their
entire selves to the task at hand. He also emphasised that in order for an employee to be fully engaged,
they must be present mentally while carrying out the tasks that have been delegated to them by their
employer (Kahn, 1990). In essence, when executing work duties, psychologically present employees
show a high level of attention and are more connected, integrated, and concentrated (Kahn, 1990).
Employees who are disengaged, on the other hand, detach themselves from their jobs and are less

enthusiastic.

Employee engagement, according to Saks (2006, p. 601), is also a multidimensional construct
comprised of cognitive, emotional, and behavioural components that influence how individuals
perform their roles. Saks' description is slightly similar to Kahn's (1990) definition, as it focuses on role
performance in the workplace. According to Bailey et al. (2017), employee engagement is a positive,
fulfilling, work-related state of mind characterized by strength, commitment, and acceptance, where
these three elements represent aspects of employee engagement. The authors further argued that
employee engagement is a more ongoing emotional state that drives employees to fully immerse

themselves in their work role as discussed below.

Vigour: The great level of energy and mental toughness that employee demonstrates while
performing their job are referred to as this dimension. Additionally, it depicts the fervour and desire
of workers to exert extra effort in their jobs as well as their tenacity to finish work in the face of
obstacles.

Dedication: A committed employee approaches their task with a high level of pride and excitement.
Additionally, it calls on employees to convey a sense of importance in regard to their work.
Absorption: Employees who exhibit high levels of attention and are completely preoccupied with their
work duties are characterised by the last factor of employee engagement by Schaufeli et al. (2006). As
a result, time passes swiftly, and it is difficult to separate oneself from work. They made the case that
complete employee engrossment in their jobs is comparable to the "flow" condition, which refers to
a situation in which workers perform at their best. People who are in this state have perfect focus, a

clear mind, and complete body and mind unification.
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2.8.1 Employee Engagement Approaches

Employee engagement, involvement, and sense of belonging through CSR efforts can be accomplished
in three different ways. These are the three methods: the relational approach, which is based on a
psychological contract that emphasises social responsibility; the transactional approach, where
initiatives are undertaken to meet the needs of employees through CSR; and the developmental
approach, which aims to activate social responsibility in a company by developing employees to be
responsible citizens CSR efforts have the potential to change employees' perceptions of their
organisations and work for the better (De Roeck & Delobbe, 2012). These approaches are further

discussed below.

Transactional Approach

A transactional approach is one in which initiatives are taken to cater to the requirements and
preferences of staff members who wish to participate in a company's socially responsible initiatives.
This strategy emphasises group support and leader-member interaction since an employee who
perceives their employer as helpful is more inclined to reciprocate the action (Richards, 2009). This
approach is concerned with the functions and interactions of all parties involved, the main aim is to

reach the goals of the organisation, through effective management and teamwork.

Relational Approach

In the relational approach, an organisation's staff members jointly pledge to uphold social
responsibility (Cropanzano & Mitchell, 2005). Megha (2016) asserts that this strategy upholds the
relationships of mutual benefit between organisations and the general public, including employees,
and that these parties are ultimately responsible for the success or failure of the strategy. The
relational method incorporates organisational support of commitment, a relational construct that has
received much investigation and holds great promise. A variety of professional outcomes can be
predicted by commitment, according to research. Social exchange theorists have suggested that given
these factors, employees are likely to trade their loyalty to the employers for something else. In multi-
service organisations, this approach focuses on acquiring, sustaining, and strengthening connections.
It also presents a notion that, together with the organisation and the economy, grows quickly (Osman

et al., 2009)

Developmental Approach
A developmental strategy aims to fully involve and develop the organisation's people, the business,
and society (Mirvis, 2012). This route to EE is regularly ignored. Positive employee opinions of a firm's

social responsibility may actually have a stronger impact within the organisation than outside of it,
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despite the idea that CSR is a communal endeavour. People have a long tradition of giving back to the
community, whether it's by helping out as a volunteer baseball coach in the community, serving on
the board of a local non-governmental organisation (NGO), or donating gently worn items to those
impacted by natural disasters. Therefore, it is not unexpected that people are drawn to organisations
that have positive community reputations. Employer commitment to CSR is essential, and businesses
that improve their reputations through CSR outperform their competitors and enjoy higher levels of

employee loyalty (Fall, 2007).

2.9 Drivers of Employee Engagement
Considering the potential corporate benefits and increased interest in employee engagement, various

studies are being done to find out what the construct's main driver is and what effects it has on
organisational performance (Bailey et al., 2017; Rana et al., 2014; Macey & Schneider, 2008; Saks,
2006). In order to determine whether these elements have any impact on employee engagement,
research has been done on leadership, perceived organisational support, job design, and human
resources management techniques. According to Rana et al. (2014), the number and variety of
researched antecedents have expanded significantly as a result of studies conducted by many authors
in various situations. Therefore, some of the important antecedents that have been researched over

time are summarised in this section.

Workplace Environment

Colleagues, an organisation or individual resources, organisational policies and procedures, as well as
other intangible aspects like perceived levels of safety and a positive work atmosphere, make up the
workplace environment in general (Shuck et al., 2010). Employees need physical, social, psychological,
and other organisational resources as fellow members of the organisation in order to help them cope
with the demands of their work, ensure peak performance in those jobs, and further their own
personal development (Rana et al., 2014; Schaufeli & Bakker, 2004). Additionally, a study by Shuck et
al. (2010) provides more proof of the impact a supportive work environment has on employee
engagement. In light of their justification, the group recommended managers who want to build a

motivated workforce to foster a setting that is secure, fulfilling, and supportive of workers.

Supervision and Co-worker relationship

The ability of an employee to engage in activities without being concerned about losing their status,
their career, or their reputation, according to Khan (1990), is largely a function of the leadership style
used by the organisation, the relationships that employees develop with other members of it, as well

as the dynamics of the group. According to May et al.,, (2004), employee engagement and
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psychological safety are significantly correlated with the support that people receive from their
supervisors and co-workers. Studies have shown that solid and supportive interpersonal connections
between employees and both their contemporaries as well as their management can successfully
create psychological safety (Khan, 1990; Rana et al., 2014). According to Schaufeli and Bakker (2004),
interactions among team members within an organisation foster a positive work environment for
employees regardless of the workload or available resources. Finally, the impact of relationship
development on engagement was also highlighted in the study by Shuck et al. (2010) on employee

perceptions.

Reward and Recognition

Since Khan (1990) discovered that it is one of the factors that ensures employees have psychological
significance in regard to their work, reward and recognition have been recognised as one of the
important influences on employee engagement. This refers to the formal remuneration that
employees receive for their job, including the wages and perks they receive, as well as the formal
acknowledgement and kudos that they receive from their managers, co-workers, and clients
(Crawford et al., 2014). According to a Saks (2006) study, employee engagement is positively
correlated with recognition and reward, which is a composite perception of compensation,
compliments, and promotions from supervisors. Although it seems like rewards and recognition are
good for engagement in most circumstances, Crawford et al., (2014) suggest that this is not always

the situation.

Employee Engagement in CSR

EE at work can be considered as the channelling of organisational members’ selves to their roles at
work (Kumar & Pansari, 2015). Mensah et al., (2016) explains how much happier and more satisfied
employees are when they contribute to the bottom line of the business. Hoffman et al., (2020),
specifies that in accordance with the self-categorisation theory, employees mix with organisations or
social groups compatible with their values and qualities aiming to fulfil their psychological needs for

meaningful existence and need to belong.

The role of CSR on employees is becoming more evident in the business world and one of the reasons
is that successful companies need to attract and retain the best work force (Gazzola, 2014b). Where
employees feel attached to an organisation, they will recommend it to friends and family as a good
employer (Bhattacharya et al., 2008) and if the company accept that employees are their greatest

asset, they will determine appropriate priorities in human resource management and the tools
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available to achieve the best results. Therefore, with CSR, the organisations can address the efforts to
enhance employee engagement, confidence, motivation, commitment, and performance (Tuffrey,
2003), which eventually can lead to career satisfaction. Moreover, when organisations invest in
building relationships with their stakeholders, they are more than likely to be successful (Lindgreen &
Swaen, 2010), since employees as a stakeholder group perceive, evaluate, judge and react to CSR
programs and actions (Rowley & Berman, 2000; Rupp et al., 2018; Wood & Jones, 1995). Hence, the
link between CSR, employee engagement and various employee outcomes has scarcely been explored
(Mueller et al., 2012; Voegtlin & Greenwood, 2013; McNamara et al., 2017). Therefore, the question
becomes: How are employees an asset or a cost in CSR activities? Costs need to be minimized and
controlled. Assets are expected to produce a return over the long term and are worth their

investment.

2.10 Career Satisfaction

Industrial organisational psychologists have spent more than a century monitoring and researching
how people behave at work, particularly what motivates people and influences performance (Judge
et al., 2017). Divergent viewpoints that define varied employee attitudes as a group of connected
constructs, clearly distinct phenomena, or constructions with overlapping components have emerged
(Judge et al., 2017). The investment of management in CSR practices tends to create a responsibility
on the employees’ part to be highly engaged in their work, contributing to organisational
achievements. This sort of employees responds with positive outcomes of attitudes and behaviours

such as career satisfaction (Gazzola & Mella, 2016).

Career satisfaction can be termed a subjective measure capturing employees’ perceptions of how
satisfied they are with their income goals, advancement goals, development of new skills goals and
overall career goals (Yap et al.,, 2010). Linkages have been found in earlier studies between
engagement, career satisfaction and productivity, which sequentially are related to higher
organisational commitment, innovation, and increased creativity (Poon, 2004; Berg, 1991; Peluchette,
1993). Thus, career satisfaction is influenced by multiple variables as research propose in both
individuals and organisations (Lounsbury et al., 2003). A predictor of career satisfaction remains the
learning culture of an organisation that supports learning and development of employees generally
and the development of their career. When employees’ organisational requirements and career goals
are met, satisfaction with career development can be achieved by employees, which enhances

organisational commitment (Joo & Ready, 2012).
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2.11 Driver of Career Satisfaction

There are quite a few factors that might affect employee performance as stated by Hafiza et al., (2011),
such as opportunities for training and development, employee-employer relationship, job security,
conditions of work and the overall policies and procedures of organisations for rewarding employees.
Hence, the predictors that are significant to career satisfaction consist of goal-specific environmental
resource and supports that offers social and physical support for employee’s individual goals (Barnett
& Bradley, 2007). Thus, employees under these circumstances, are highly engaged in their work and
display essential outcomes of career satisfaction. According to Hunter & Csikszentmihalyi (2003),
when people can find meaning in the work they do, it further motivates them to work harder, thus,
leading to an increase in productivity. Therefore, this section discusses a few of the facet of career

satisfaction as identified in literature.

Nature of work

One of the most important aspects of career satisfaction is the nature of the work. This includes all of
the different aspects of work, including the chance for creativity, freedom, task identity, and other
aspects. According to Yalabik et al., (2017), earlier research has shown that an employee's affective
state is influenced by the nature of their job, which in turn affects how they behave towards their job.
Moreover, they go on to say that employees who feel their work is more significant, that their tasks

are clearly defined, and that they have a certain amount of autonomy report feeling satisfied at work.

Pay, Benefits & Rewards

It has been stated that the most crucial factor influencing a worker's contentment is their pay and
remuneration (Deckop, 1992). One's perception of the discrepancy between expected and actual
remuneration is captured by this dimension. Therefore, it tends to impair an employee's sense of job
satisfaction if they perceive a mismatch between what is expected and what is obtained (Friday &
Friday, 2002). Even while pay and benefits have been deemed crucial, Spector (1997) contends that
they are not a reliable indicator of career happiness, despite having a significant influence on other
work attitudes and behaviours like organisational commitment and turnover intentions (Yalabik et al.,

2017; Chew & Chan, 2008).

Promotion
This aspect also reflects how an employee feels about the organisation's promotion guidelines. It is a
crucial component of an employee's movement and, according to Francesconi and Cobb-Clark (2001),

it is frequently accompanied by significant pay rises. Hence, it can also have a significant impact on
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other aspects of the job, such as the responsibilities and following job attachments. Therefore,
promotion is a tool that organisations can use to reward highly regarded personnel, which in turn
motivates them to work more at their jobs. On the other hand, employees value promotions highly
because they come with better job features like a greater salary or a larger workspace, or because
they enjoy a job well done and the ego boost that comes with the promotion. According to a study by
Kosteas (2010), promotions and career satisfaction are strongly correlated. For instance, the study
found that workers who believe a promotion is possible in the next two years had greater career

satisfaction.

Co-worker support and communication

Support from co-workers has a key role in influencing employee career satisfaction. This conveys how
someone feels about their co-workers. According to Chalofsky (2003), career happiness is more
influenced by the social aspect of the work environment. Both co-workers and managers have a
significant impact on an employee's life. Hence, career satisfaction is influenced by how co-worker’s
support and availability are perceived (Lapalme et al., 2009). Consequently, social support from co-
workers has been associated with higher employee happiness and occupational engagement (Freeney

& Fellenz, 2013; Demerouti et al., 2001).

2.12 Theoretical Underpinnings and Conceptual Framework

There are several theories that influence employees — organisation relationship. Aguinis and Glavas,
(2012) convincingly deliberate that at the individual level of analysis, the CSR studies generally focus
on psychological theories, while at the organisational level, CSR studies generally focus on institutional
and stakeholder theories as well as the resources organisations possess, which enables them to
achieve competitive advantage. Therefore, the theories noted as informing practice when it comes to
the possible relationship between CSR and its influence on employee engagement and career
satisfaction is the Social Exchange Theory (SET), (Aguinis & Glavas, 2012). Therefore, SET provides the
theoretical underpinnings for the study by highlighting the connections between the notions of
corporate social responsibility, employee engagement, and career satisfaction. As such, SET serves as

the theoretical framework for this research study.

Social Exchange theory
Social exchange theory (SET) is a well-known theoretical framework for comprehending interpersonal
dynamics at work and employee attitudes (Cropanzano & Mitchell, 2005; DeConinck, 2010). The

theory was first described by George Homans in 1958 as the social behaviour in the interaction of two
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parties that determines risks and benefits (Cook et al., 2013), suggesting that an exchange process
results from social behaviour. According to SET, people engage in relationships that are dependent on
one another, creating commitments between the parties to a transaction (Blau, 1968). They tend to
believe that these duties are produced by a series of interactions between persons who are in a
position of reciprocal reliance (see Cropanzano & Mitchell, 2005; Emerson, & Pollner, 1976; Ward &
Berno, 2011). Within the context of the workplace, mutually dependent interactions are thought to
build quality connections (Sluss et al., 2008). In contrast to a single individual effort, reciprocal
interdependence is achieved through a combination of efforts (Blau, 1968). In other words,
"something needs to be given and something has to be returned" in order for dependency to occur
(Cropanzano & Mitchell, 2005). Interdependence is thought to promote cooperation among
individuals inside organisations, according to Molm (1994). Due to the reliant and transactional
character of social exchange, reciprocal dependency is a key component of this study, (Mergener &

Tribner, 2022).

The exchange process purpose is to maximize profits and minimize costs (Cropanzano & Mitchell,
2005). According to the exchange theory, people will weigh the possible benefits and risks of social
relationships and act accordingly by either supporting that relationship or abandoning it (Holman et
al., 2005). Holthausen, (2010), also suggests that the establishment of a long-term relationship
through increased trust and commitment, are major variables within SET that outweighs the costs of
supplier management. Graen & Scandura, (1987) found that executives and managers in organisations
have been critical representatives in social exchange process. For instance, it is observed, that
employees tend understand the behaviours of management as suggestive of organisational responses
(Wayne et al., 1997). That is, if employees viewed the actions of management positively, they are able
reciprocate with attitudes and behaviours valued by the organisation. Hence, SET is a valuable
instrument for customers in order to improve the buyer-supplier relationship and as a result, it also

increases the performance of the organisation.

Additionally, social exchange theory explains how whenever an external party (such as an
organisation) provides valued resources to an internal party (such as an employee), the recipient
develops a sense of obligation to repay with pro-social attitudes and engagement-related behaviours
(Blau, 1968). Despite being widely adopted, social exchange theory has several drawbacks, according
to some academics. For instance, Cropanzano et al. (2001) questioned the ability of SET to sufficiently
illuminate the mechanisms by which positive interactions and workplace relationships emerge, while

Coyle-Shapiro & Shore, 2007, commented on the theoretical ambiguity and empirical needs of the
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theory. Nevertheless, Cropanzano and Mitchell (2005: p 874) suggest that “SET is among the most

influential conceptual paradigms for understanding workplace behaviour”.

A fundamental principle of SET is that relationships develop through time into commitments that are
trustworthy, loyal, and mutual. Parties must follow specific "rules" of exchange in order to achieve
this. A normative characterisation of the situation that develops among or is adopted by the parties
in an exchange relation is provided by the rules of trade (Emerson, 1976: p351). In this sense, exchange
norms and laws serve as "the rules" for all exchange processes. As a result, the exchange rule or
principle the researcher uses provides the foundation for how SET is used in models of organisational
behaviour (Sundaray, 2011). Although many different exchange rules have been described in SET, the
majority of management research concentrates on the notion of expectations of reciprocity. In their
review of SET, Cropanzano & Mitchell (2005) encourages future research by combining old and new
concepts of SET to workplace relationships. On these grounds, SET has been used to underpin this

research study.

Conceptual Framework

In the modern corporate climate and among management scholars, CSR has significantly increased in
momentum and significance (Vig, 2016). In agreement with Ritch et al, (2010), there is the believe that
doing good for the community through one’s work, raises levels of engagement. Hence, the
proposition that an engaged workforce leads to several positive business outcomes is well established.
According to Brown and Forster, (2013), studies that address the limits of CSR and how far a company
should likely pursue CSR initiatives are actually insufficient. This study may assist in answering the
qguestion on how companies should ethically prioritise CSR initiatives and the entitlements of
stakeholders. Handelman and Arnold (1999) mentioned that customers reason and dialogue positively

about an organisation if it demonstrates ethical behaviour and commitment to the community.

Stephenson and Vracheva (2015) argued that when organisations implement ethical CSR programs,
organisations could gain a competitive advantage in the industry. While Valentine & Fleischman (2008)
believed that socially responsible companies tend to be more successful because these companies are
more likely to be seen as ethical. For organisations to remain ethical, the CSR strategies need to involve
the employees. In seeking to fulfil CSR commitments, companies might be expected to engage directly
with their stakeholders. Such discussions could offer companies and their stakeholders an opportunity
to identify and debate what they each regard as business behaviour that is appropriate relating to

economic, social and environmental issues (Fairbrass, 2006; O'Riordan & Fairbrass, 2008).
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A lack of employee interest and engagement in an organisations’ CSR activities may be due to poor
communication or negative employee perceptions of the organisation. An organisation’s CSR image
may also be a source of low employee participation in corporate CSR efforts (Hejjas et al., 2019).
Therefore, the proposition will be that employee perceptions of their company CSR initiatives, relates
to engagement and career satisfaction. The extent to which employees believe that their organisations
value and reward service behaviour has a strong impact on the employee’s performance (Chiang &
Birtsch, 2011). For instance, employees engaged can produce social and business value through CSR
volunteering service and through their jobs, products, relationships, and services. Although, it is fitting
for companies to think about what they are doing and the decision to why they invest or launch more

in CSR activities, design, and delivery (Mirvis, 2012).

Conversely, if people are not engaged and feel little connection to the organisation and its larger goals,
the results are equally unmistakable, showing up in the form of a poor service ethic, high turnover and
absenteeism, low morale and a host of other behaviours that cut directly into financial performance
of the organisation over time (Du, et al., 2010). This is evidenced by Hoffman et al., (2019) suggestion
that companies should improve employees' perceptions of CSR activities as they help to develop
positive feelings and constructive attitudes and behaviours of employees at the workplace. When
employees understand that their organisations fulfil their needs in the workplace, they show total
obligation by responding with an increased willingness to perform tasks and demonstrate desired

service values, behaviours, and attitudes (Chiang & Birtsch, 2011)

More importantly, the results of this study may contribute to a better understanding of how an
organisation's CSR initiatives and involvement affect employee engagement and career satisfaction
from the viewpoint of the employees. Thus, the conceptual framework can be applicable in directing
future research to CSR activities connected to employee engagement and career satisfaction.

Therefore, based on the discussions of this chapter, the following propositions are outlined:

Proposition 1 (P1): CSR types impacts Employee Engagement
Proposition 2 (P2): CSR initiatives influence Employee Engagement and Career satisfaction.
Proposition 3 (P3): Employee Engagement influences Career Satisfaction

As this study demonstrates, when it comes to the concepts discussed in this chapter of the literature
review, a conceptual framework has been constructed based on theory and previously published
research, and as a result, this study is able to explores how employees perceive and experience CSR

in the organisation. Likewise, the impact CSR has on employee engagement and career satisfaction.
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The framework in Figure 2.2 below captures interconnectedness of CSR, employee engagement and
career satisfaction. It also highlights the evidence and lays emphasizes on the distinct construct that

serves as the building blocks of this study.

Employee Engagement
e Transactional Approach
e Relational Approach
e Developmental Approach

P1 P3

Corporate Social Responsibility

. . Career Satisfaction
Philanthropic

e Nature of work

L]

: sthlclal P | o Pay, Benefit & Rewards
egal e Promotion

e Economic

P2 e Co-worker Support & Respect

Figure 2. 2 Conceptual Framework of CSR, employee engagement and career satisfaction

2.13 Summary

This chapter demonstrates how corporate social responsibility (CSR) is a management concept that
involves incorporating social and environmental issues into an organisation’s daily operations and
relationships with its stakeholders. As a result, in both the corporate and academic worlds, major
motivational notions such as employee engagement and other job-related engagement have arisen
(Gupta & Sharma, 2016). The relationship between employee engagement and career satisfaction has
been investigated by several academics, and many have found that there is a positive connection
between the two (Anthony-McMann et al., 2017). As a result, study into the respected causes of
stronger employee engagement has increased. It shows that these causes include an organisation's
leadership, culture, resources for jobs and careers, employee attractiveness, and an increase of
several elements operating at once drive higher levels of work-related engagement (Cooper-Thomas

etal., 2018; Igbal et al., 2017; Othman et al., 2019; Saks, 2019). Therefore, the significance of including
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CSR employee engagement and career satisfaction in this chapter highlights the fact that there has
been relatively little research on the connection between them, and that the studies that have been
done have produced inconclusive results. As a consequence, the chapter emphasises the need for
qualitative study to explore employees' and management's perceptions of CSR and its influence.
Additionally, the chapter also highlights the chance to look at engaged employees' experiences and
how their experiences affect their engagement. This can be accomplished by considering the
mechanisms by which CSR initiatives might affect employee engagement in the organisation. The

research methodology is described in more detail in the following chapter.
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Chapter 3: Research Design and Methods

3.1 Overview

This research aims to explore the influence CSR activities have on employee engagement and career
satisfaction. The study focuses on what employees perceive and experience when engaging in the
organisation’s CSR initiatives. A research design and methodology are presented in this chapter as a

means of addressing the following research questions:
RQ1: How does CSR initiatives influence Employee Engagement?
RQ2: How does CSR type influence career satisfaction?
RQ3: How does Employee Engagement influence Career Satisfaction?

The research questions and the objective of the study drives the way research is conducted (Scotland,
2012). This study takes into consideration employee perceptions of their organisation’s CSR initiatives,
their individual attitudes and beliefs toward business ethics and sustainability, and how those
perceptions and attitudes impacts their organisational commitment. For example, philanthropic
motivations of employees can drive CSR in positive ways, thus, signifying the relationship between
CSR, employee engagement, career satisfaction. In today's business environment, it is important to

understand when, how, and why employees engage in CSR activities, and the results of these activities.

According to Sanford (2011), CSR projects must be completed in order to succeed. That is, they must
be strategic in their approach to CSR activities and consider the interconnection of all stakeholders.
This chapter outlines the qualitative methods employed in this research which includes research
philosophy, research design which includes the participants and selection process, sampling, data
collection, and analysis to probe the meaning ascribed to CSR and the organisational drivers requiring
them to do so by employees of some leading Australian industries. It also explores the relationship
between CSR; employee engagement and career satisfaction, specifically the nature and types of CSR
activities in the organisation; the influence of CSR on employee engagement and career satisfaction
as well as the relationship between employee engagement and career satisfaction. In summary, this
research aims to examine the importance of engaging employees in CSR, its impact on employee
motivation, their identity, and their sense of meaning and purpose which may lead to career

satisfaction.
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3.2 Research Philosophy

Research paradigms are the fundamental worldviews that include epistemology and ontology.
Epistemology is concerned with the nature and forms of knowledge, and how knowledge is formed,
in other words, the assumptions are concerned with what it means to know, what it takes to acquire,
acquire knowledge, and how it is communicated (Cohen et al., 2007, p. 7). Ontology is concerned with
the nature of reality, (Guba & Lincoln, 1994; Tuli, 2010), the perception of how things actually work
and what is actually real that needs to be examined by the researcher (Scotland, 2012). The practical
conduct of research as well as the interpretation of findings are both greatly influenced by the
differences in paradigm assumptions (Anney, 2014). Therefore, every paradigm is based on its own
ontological and epistemological assumptions, due to the fact that all assumptions are conjectures,
where no paradigm can be empirically proven or disproven (Scotland, 2012). An interpretivist stance
has been taken with epistemology and ontology because of the view that not only are the actors of
social research different from the natural sciences (Bryman, 2004), but there must also be room for
some level of subjectivity in social research since it deals with the behaviour of human beings and not
objects. Ontological and epistemological definitions underlie different paradigms; as a result, they
contain different assumptions about reality and knowledge.

Therefore, an inductive method to theorising is most appropriate to identify the extent to which an
organisation’s CSR activities have influenced employee engagement and career satisfaction (Koch et

al., 2019).

3.2.1 Epistemology

The purpose of epistemology is to provide a philosophical foundation for determining the types of
knowledge that are conceivable and how to assure that they are both sufficient and legitimate (Crotty,
1998). It relates to the question of what is or should be regarded as an acceptable knowledge in a
discipline (Bryman & Bell, 2011). This study is interpretivist which encourages emphasis on
understanding the social world by examining how the human being as an active social actor interprets
the social world around him/her. It acknowledges that human beings are not static but dynamic
(Bryman, 2004). This allows such important questions to be raised as whether social problems can be
handled by using the same rigorous procedures which are applied in the natural sciences and whether

such procedures may fit well into the study of a social phenomenon.

3.2.2 Ontology
Ontology is concerned with a central question of whether social entities need to be perceived as

subjective or objective (what is the nature of reality) (Guba & Lincoln, 1994). Ontology in qualitative
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research is constructionist, implying that social properties are outcomes of the interactions between
individuals (Bryman, 2004). Subjectivism perceives that the social phenomenon is created from the
consequent actions of those social actors concerned with their existence and from their perception
(Dudovskiy, 2013). Since the current study assumes reality to be subjective as it aims to explore how
the phenomena are created or perceived by the study objects, a subjective world view of ontology is
therefore adopted (Mensah, 2009). The philosophical assumptions related to the acquisition of

knowledge thus provide a guiding framework for the research process.

3.2.3 Interpretivism

In accordance with postmodern thought, interpretivism is conceptualized as having a relativist
ontology and a subjectivist epistemology. Denzin & Lincoln, (2005) explains interpretivism as "the way
in which the researcher perceives and examines the world" (Denzin & Lincoln, 2005, p. 22). The
interpretive paradigm holds that knowledge is constructed in multiple ways according to the
circumstances - historical, cultural, and subjective and will take many forms as individuals interpret
reality (Benoliel, 1996, p. 407). In the view of interpretivists, there is no such thing as objective reality
since there are many different meanings and ways to know. “It is only through representations that |
know it" (Denzin & Lincoln, 2005, p. 25). Therefore, human experiences and actions are understood
and narrated in terms of the interpretive paradigm (Fossey et al., 2002). Therefore, the qualitative
research methods used in this study captures the rich and nuanced meanings that people attribute to
their experiences and engages the researcher in dialogues with the participants, exploring the social

and cultural meanings that participants attach to their daily lives.

3.2.4 Constructionism

A constructionist paradigm combines ontological critical realism with epistemological subjectivism —
elements of both the postpositivism and interpretivism paradigms. It is by interacting between the
interpreter and the interpreted that meaning is created (Crotty, 1998). The interpreter, while not
entirely objective, is separated from the phenomenon to be observed, and the meaning-making
interaction is heavily influenced by society and the phenomena being observed. More pointedly, it is
not simply the researcher’s interpretation, rather the phenomena that affects the interpretation with
equal force. How the interpreter conceptualizes and understands the thing to be interpreted cannot
be approached as a blank state with the goal of observing something in its true form. Rather, the
interpreter’s observations are shaped by the phenomena and societal influences, and the interpreter
is aware that her interpretations are influenced and does not claim to be discovering the truth.

Moreover, she acknowledges that the findings are a result of the interaction between interpreters and
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interpreted in terms of social context. Therefore, knowledge of the observed is constructed rather

than discovered.

A qualitative approach requires that the research be credible, transferable, dependable, and
comprehensible (Section 3.7). In qualitative research, the written text must resonate with the
researcher’s receptiveness to potential meaning embedded in the text. Through conducting in-depth
interviews, this study reflects the reality of corporate social responsibility, employee engagement and
career satisfaction that is constructed; analyzing the data to determine a connection between
corporate social responsibility and employee engagement; validating the theory and epistemology can
be achieved by placing the findings in context and recognizing the obvious principles of the social
constructionist paradigm. A method of qualitative research is carried out based on the research
guestions that are developed for this study, which is the methodology (how knowledge can be
achieved). Therefore, flexibility is provided by the qualitative aspect of this study to explore the

interests and pursue the participant-researcher relationship of the study.

3.3 Research Design

When referring to the overall strategy and methods utilized in performing the research, including the
steps involved in the collection and analysis of data, comprehensive assumptions are often used
(Newman, 2014; Creswell, 2009). According to Creswell (2014), a researcher's choice of design is
influenced by their worldview presumptions, study protocols, and the methodologies used to acquire
the data before it is analyzed and interpreted. The goal of the research design is to ensure that the
data collected throughout the study will allow the researcher to address the research problem as

clearly and rationally as feasible.

Research design in the opinion of Blaikie, (2018) can be divided into two groups namely exploratory
and conclusive. Exploratory aims at exploring specific aspects of a research without the intent of
providing final and conclusive answers to research questions. This study uses an exploratory method
since its main objective is to explore and explain the relationship that exists between CSR, employee
engagement and job satisfaction in a leading Australian organisation. To gain a greater understanding
of employee perceptions of CSR in the organisation and its influence in an under researched area. The
literature review offers a framework and detailed explanations or outline of the plan for the research.
The credibility of this study is achieved through the use of a well-established research method which
has been used in other comparable exploratory projects (Lincoln & Guba, 1985). This study is therefore

well suited to a qualitative approach (Creswell, 2009).

In order to better understand a phenomenon or population (Creswell, 2007) about which little may
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be known, qualitative research seeks to explore the participants' perspective (Denzin & Lincoln, 2008).
The use of prolonged, confidential, and anonymous interviews promotes openness, allowing the
researcher to explore differences and produce descriptions that will give the findings depth and
authenticity (Shenton, 2004). Through the interview, the researcher is able to accomplish significant
qualitative objectives in a controllable methodological setting (McCracken, 1988). Other researchers
have effectively employed in-depth interviews in conjunction with existing theory to explore how
important employees understanding and integrated CSR are into organisations (Berger et al., 2007
Hine & Preuss, 2009). According to management's perspective of both internal and external "demand"
for virtue, Berger et al. (2007) found three clearly different normative logics or "frames" to incorporate
CSR using confidential interviews with 29 company executives, consultants, and NGOs (p. 148). In-
depth interviews that are semi-structured allow for enquiry and probing in order to learn more about
the understanding, experiences, and viewpoints of the interviewers (McCracken, 1988). (Yin, 2009).
The gathering of data and qualitative analysis of data derived from an interview process, involved
adopting an interpretive qualitative research design which involves the investigation of CSR types as
they relate to employee engagement and lead to career satisfaction. According to Guba & Lincoln
(1994), interpretive research originates from the belief that reality is socially created and relies on

realistic methods of data collection which involve interviews and observation.

A case-study approach was implemented and the required data of CSR type and its influence on
engagement processes and career satisfaction was gathered from the employees of the organisation
sampled. This is mostly useful in exploring and explaining a phenomenon within a real-life context
(Crowe et al., 2011) which was used as data that is essential on CSR and how it impacts employee
engagement and career satisfaction. This explains employee’s perception of what influence CSR
activities have on the organisation and allows data gathering flexibility to assist in understanding the
internal CSR practices of the organisation. The remaining section of this research provides further
details about the study and the findings of the study that may assist in closing the gap of employee’s
perception and aid in understanding the organisation perception of CSR influence on employee

engagement and career satisfaction.

3.4 Research Method

A qualitative research methodology produces much needed and necessary insights, (Creswell, 2014).
It is collecting information that will result in a data bank of knowledge, hopefully stimulating
employees to partner with their employer, thereby, enhancing the organisation’s CSR programs. This
is an effort to bring about career satisfaction, as well as mutual and beneficial changes to the

employees, community, and the organisation. Both Creswell (2014) and Yin (2015) maintain that the
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researcher is the key instrument in qualitative research. It would be difficult to provide a level of detail
like this with a quantitative method. Yin (2014) further explained that interviews are the most
important source in a case study, which are guided by conversations instead of structured queries.
This study adopted a qualitative method that contributes to the clearly defined attributes of CSR
initiatives and employee engagement by providing insights into how employees perceive their

organisation.

3.4.1 The Participants and Selection Process

A study population was defined by Bryman (2011) as any collection of items that can be measured
empirically or observed theoretically. When selecting individuals for the research study, choosing an
appropriate population to participate in the study was essential. Although the researcher determines
which participants are selected, the researcher should not influence the specific responses of study

participants (Cooper & Schindler, 2006).

A qualitative research conducted by Flint and Golicic (2009) seeking competitive advantage through
sustainability, was conducted by in-depth interviews with eleven (11) participants. Haley-Lock (2012)
used a sample of fifteen (15) participants in a qualitative research of restaurant services. The typical
sample in these two studies were about 10 to 15 participants. Therefore, this research study
comprised of eighteen (18) participants who are employees from three (3) leading Australian
organisations. The information collected was from the best-fit participants, and the results were

relevant to the research context.

3.4.2 Sample Selection

In a qualitative study, a relatively small and purposively selected sample may be employed (Miles &
Huberman, 1994), with the aim of increasing the depth (as opposed to breadth) of understanding
(Palinkas et al., 2015). In terms of sampling, the strategy for participant selection should be integrated
into the overall logic of any study (Campbell et al., 2020) and the rationale for sample selection needs

to be aligned.

The organisations used in the study were purposively selected based on the appropriate
characteristics to assist the specific purpose related to the research questions. Purposive sampling
procedures refrain from any sort of random sampling and work to ensure that particular types of cases
of people who might be included are represented in the research study's final sample. The

justifications for using a purposive technique were predicated on the notion that, given the goals and

Chapter 3: Research Design and Methods 38



objectives of the study, some types of people may have distinctive and significant opinions regarding
the theories and problems under consideration, necessitating their inclusion in the sample (Mason,

2002; Robinson, 2014).

Following the ethics approval from the QUT Office of the Research Ethics and Integrity, potential
organisations were approached via email to gain permission to interview their employees. The three
(3) were in the Manufacturing, Hardware, and Pharmaceutical industry. Initial screening was of 20
organisations who had involvement in CSR with corporate email addresses listed on their websites
was contacted. Email invitations were sent to all twenty (20) organisations, with a recruitment flyer
attached to the email. A total eight (8) out of the twenty (20) organisations responded and agreed to
participate in the research. Then, a formal permission request was sent to these organisations to
enable their employee participation in the study, but only 3 (37.5%) of the organisations responded.
An email was sent to these three (3) organisations employees to obtain formal consent, after
permission was granted to approach and interview the employees. Once the organisation had given
permission, interview invitations were sent in a blanket email to all employees via the organisation
specified email address. Attached to the email was a “recruitment flyer", interview information sheet
and consent forms. The response rate of employees was low and slow due to many factors such as
South East Queensland flooding between February and April 2022, the COVID 19 pandemic lockdowns
with many organisations trying to keep afloat. Also, a number of participants who initially agreed to
participate opted out due to work commitment, which made it quite difficult for them to take part in

an interview lasting 40-60 minutes.

Finally, a total of eighteen (18) employees from the three (3) organisations were sampled using the
purposeful sampling technique, where the employees had in-depth information about the research
topic. The respondents from these organisations voluntarily agreed to participate in the research
study and contacted the researcher directly to express their interest and willingness to participate in
the research. Table 3.1 below outlines the sampling distribution of participants from each

organisation.

Table 3. 1 Sample Size Distribution by Organisation Type

Organisations Industry Type Number of Participants Ratio of Participants by

Organisation
Manufacturing 7 38.89%
Pharmaceuticals 5 33.33%
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Hardware 6 27.78%

Total 18 100%

3.5 Data Collection Process and Instruments

Cooper & Schindler (2014) suggested that data collection offers an essential connection between any
existing empirical work and new findings that broaden the knowledge of the study. Biases should not
be hidden and should not have any influence on the participant’s responses (Yin 2015). In this study,
the data was collected by using a combination of primary and secondary data. The primary data were
collected by the use of semi-structured interviews with open-ended questions. Interviews are a
method for data collection where information is obtained by an interviewer asking questions to the
respondent. In qualitative interviews, the researcher wants to have full and detailed answers. The
implementation of a qualitative interview can vary widely when it comes to how the researcher relates
to the respondents (Rust et al., 2017). The secondary data was collected by the use of relevant
websites, databases, articles, and publication which were defined as reliable (Kinnear & Taylor, 1996).
Thus, it was important to prepare and make special arrangements just in case the interviewee did not

stick to the line of questions.

The respondents to the research were provided with consent forms to complete, accepting that
participation was voluntary, and they could opt out or terminate the interview if they no longer
wanted to participate. They were informed about their rights, the purpose of the research study,
adequate information concerning the study processes to be undertaken, expected duration of the
interview, extent of personal identification confidentiality and potential benefits of participation. The
respondents were presented with enough research-related information to enable them to voluntarily
choose whether or not to participate in the research, ensuring that they understood the information

provided, before providing their voluntary agreement.

3.5.1 Setting and Context

Yin (2015) suggests good listening is important. The researcher is required to receive information
through a range of styles. For example, a good listener gathers new information without bias. The
interviewee will reflect on a situation, but the researcher must hear what is being said and understand
how the interviewee conceptualizes the world (Yin, 2015). This section explains the environment and

location of the interviews for the study and how the interviews were executed.

The semi-structured interviews per respondent ranged between 30 to 55 minutes and were audio

recorded, downloaded, and transcribed after each interview. The interviews were conducted online
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via Zoom conferencing software and were audio based only with no videos for privacy and
confidentiality. The respondents of the semi-structured interviews were able to describe their answers
with flexibility, resulting in information that facilitated an understanding of how each individual
constructs meanings from the world around them. Furthermore, an interview protocol with a
structured approach may have missed this point (Bell & Waters, 2018), therefore as part of a semi-
structured interview, the researcher was able to ask probe questions in order to gain a comprehensive
understanding of how the respondents lived their experiences, some notes were also taken during the

interviews.

A series of predetermined, but open-ended questions were asked in the semi-structured interview
process with the respondents asked to talk about their understanding, thoughts, beliefs, and feelings
about Corporate Social Responsibility (CSR) initiatives and engagement in the organisation. There was
an open question at the beginning of the question structure, followed by a secondary question that
was less open, then followed by a relatively closed question, and to end a closed question (Cavana et
al., 2001). It was expected that respondents would provide extensive information on CSR impact on
employee engagement, and on their career satisfaction. This was in combination with findings from
existing literature about the research topic. This process assisted in gaining an understanding of the
organisation’s CSR practices, the type of CSR activities they participate in and the employee’s

engagement in CSR from the perspective of the employee.

3.5.2 The Interview Questions and Process

The interview questions allowed the exploration of employee perception of organisational CSR
practices influence on employee’s engagement and how it may lead to career satisfaction. The
questions also built on current organisational CSR by exploring how employees perceive and
experience it, which satisfies both their professional and personal identity. The research semi-
structured interview questions used in collecting the data from the respondents of the study had four
parts (4) with three (3) sections based on the research topic of CSR, employee engagement and career

satisfaction.

The first part of the interview process, Part A, allowed the respondents introduce themselves, and
captured the participants’ demographics such as number of years with the organisation; position; and
role in the organisation; as well as an overview of the organisation. The second part of the interview
question Part B, Section 1, comprised eight items (8), this sought the participant’s understanding of
CSR, to elaborate on their views of CSR; engagement and participation with examples; experiences;

knowledge; and perception of engaging in the organisation’s CSR initiatives. The organisational
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culture, and CSR activities and practices of the respective organisation was also explored. This study
adopted the CSR model by Carroll, (1991) and Lee et al., (2009). This study used the four elements of
CSR as suggested by Carroll, (1991) which included economic, legal, ethical, and philanthropic
features. The third Part of the interview research questions Part C, Section 2, comprised eight (8) items
on employee engagement; Part D, Section 3, comprised eight (8) items relating to career satisfaction
with the specific sources of satisfaction in the workplace and career satisfaction in relation to an
employee’s accomplishment around the social climate in the midst of work teams, job fulfilment,

career development and overall satisfaction with the organisation. (Appendix B).

3.6 Data Analysis

In light of its employee-centered perspective on CSR, this qualitative study sought to understand how
employees' perceptions of CSR impact their engagement and career satisfaction at work. The analysis
of data in a qualitative study is a continuous process that takes place throughout data collection (Miles
& Huberman, 1994). The qualitative data collected for this study is in an inductive design following a
‘bottom-up’ framework whereby themes that emerge within the data and are identified, resulting in
findings that are strongly linked to the data and may uncover broader themes or patterns (Braun &

Clarke, 2006; Patton, 1990).

This follows an inductive approach and further supports an interpretivism exploration of the data
which may uncover or highlight connections among the experiences shared by participants. Both Stake
(1994) and Lincoln and Guba (1985) argue that if sufficient contextual information is provided, the
findings of qualitative research may be generally applicable beyond the immediate study. The
collected data had names that were identifiable with specific individual, hence, the identifiers were
removed and replaced with codes, used solely for the research project as information to be analysed
in answering the proposed research questions. Data coding commenced after the interviews were
completed and transcribed. The Interview transcriptions was de-identified and checked manually

against interview recordings.

The transcribed was coded and analysed in the NVivo software. NVivo is a common software utilized
in qualitative research in academia. According to Castello & Lozano (2011), NVivo is a Software that
interprets and translates qualitative data into information that is meaningful which can be used for
analysis. Researchers use NVivo to organise and analyse qualitative data so that it can be presented
in the most robust and defensible of findings (Sinkovics & Alfoldi, 2012). Thematic analysis was
selected over other qualitative data analysis methods for this research because the nature of research

involved categorising and interpreting themes (Vaismoradi & Snelgrove, 2019). Thematic analysis was
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used to identify themes within the data in this study. Braun & Clarke (2006, p. 6) defined thematic

analysis as “a method for identifying, analyzing, and reporting patterns (themes) within data.”

The objective of thematic analysis is to identify and analyze patterns of meanings (themes) in
qualitative data (Maguire & Delahunt, 2017). It is used to address research questions about people’s
views and opinions. In this study, thematic analysis was used to analyze the qualitative data to produce
both theory-driven and data-driven analyses (Maguire & Delahunt, 2017). In thematic analysis, data
can be identified either in an inductive way or in a deductive way. This study used thematic analysis
in a deductive way which was driven by the theoretical interest in the area (Braun & Clarke, 2006).
This form of thematic analysis is used to code for specific research questions and provide a detailed
analysis of a specific aspect of the data rather than providing a rich description of the overall data
(Braun & Clarke, 2006). Thematic components from the interview data that were connected to each
of the interview questions were extracted for this research's thematic data analysis. This procedure
was designed to identify the overarching idea that each interview question contained. The 24

interview questions were created to aid in thoroughly examining the main research subject.

3.6.1 Data Saturation

A study has reached saturation when there is sufficient information to replicate it (O'Reilly & Parker,
2012; Walker, 2012), when further coding is no longer feasible (Guest et al., 2006), or when it is no
longer feasible to obtain additional information. Failure to reach data saturation has an impact on the
quality of the research conducted and hampers content validity (Bowen, 2008; Kerr et al., 2010). In
this study, identifying categories and relationships within the data was accomplished through coding
and according to the similarities between the codes, they were consolidated. As the coding process
progressed, themes emerged. Since saturation indicates the point in time that data analysis has been
concluded without any new insight revealed (Fusch & Ness, 2015), as themes developed during the
coding process, there was an obvious saturation of data and due to the exhaustion of available

information, there were no new insights revealed, so the coding session was ended.

3.7 Validity and Reliability
The concepts of validity and reliability are crucial when conducting any kind of research. Validity is an

assessment of whether a research finding is correct, but reliability is an indication of how sustainable
that finding is. Kimberlin and Winterstein (2008) define validity as the extent to which an instrument
measures what it is intended to measure. As a result, determining whether the research finding is

accurate is determining the validity of this study. Before conducting the full data collection exercise,
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a pilot interview was conducted with two (2) independent respondents (who were not included in the
data collected and analysed for this study). This allowed some inconsistencies and repetitions in the
interview protocol question to be discovered and corrected. On the other side, the consistency of
measures across many contexts is what is meant by the research's reliability. Thus, the overall research
is substantiated by the findings of this study which ensures that the quality and consistency of the
research follows the suggested measures by Guba and Lincoln (1994). These procedures involve the
measure of Integrity, Confirmability, and Interpretation Consistency of the research. The Table 3.2

illustrates the individual measures and the actions carried out ensure the reliability of the research.

Table 3. 2: Evaluating Qualitative Research Reliability

Measures

Assessment

Enhancing Reliability

Integrity

Are the methods used well
established and results
consistent and repeatable?

Research design,
Open-ended semi-structured
interviews questions

Confirmability

Is the research process
sufficiently documented and
justified?

Thorough research structure
and clear, concise description
of findings from data

Interpretation Consistency

Is the interpretation of data
clear, substantiated, and
comparable?

Data collection and analysis
process documented for
comparison

3.7.1 Integrity Credibility

According to Miles et al. (2014), qualitative researchers make an effort to understand, account for, act
upon, and regulate daily lives of individuals in specific contexts. Understanding the degree of
congruence between the research findings and the real world might help qualitative research gain
credibility (Merriam & Tisdell, 2016). Eisner (2003) and Shenton (2004) argued that the cornerstone
for establishing the credibility of research findings is a correct and coherent portrayal of the topic
under study. Several strategies suggested by Shenton (2004) and& Miles et al. (2018) were used to
strengthen the credibility of this investigation and provide believable findings. In the qualitative
method, tried-and-true techniques were employed to investigate employee perception and
experience. First, it was made very transparent to potential respondents that their involvement in the
study was completely voluntary and that their organisation would not be made aware of any
participation. The researcher carefully listened to the respondents' answers to the questions and any

other information they offered in an effort to make sure that it made sense in the context. Additional
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guestions were asked to help determine the meaning the respondent intended when a participant's

response seemed distorted in comparison to other responses.

To further comprehend a participant's feelings and make sure the meaning the participant was giving
to a word, phrase, or narrative was clear, it is frequently asked for an example of an experience linked
to the participant's first answer. Transcription reviews considerably increased the validity of this study.
Each interview was audio recorded and transcribed, with any necessary adjustments being made to
the typewritten transcript while listening to the audio recording to ensure the transcript matched the
recording. The interview's main themes were then coded, evaluated, and summarized (Saldaa, 2016;
Simpson & Quigley, 2016). The transcript and the summary analysis were checked again by reviewing
the transcript and summary of the participant’s feelings, experiences, and description of their

perception of CSR and employee engagement (Pratt & Bonaccio, 2016).

3.7.2 Confirmability

A qualitative study that exhibits confirmability is open about the data's collection and analysis
processes, and its findings and conclusions can be verified to have originated from the data rather
than the researcher's biases or filters (Shenton, 2004). According to Guba (1981), confirmability can
be gained by following particular procedures while designing and carrying out a qualitative study.
Guba's use of triangulation, reflexivity, and auditing all contribute to enhancing confirmability. In
order to increase the likelihood that this study can be confirmed, records were developed and
maintained about how each step of the research was planned, carried out, how things changed from
the plan, and why. As a result, the procedures for data collection and analysis are precisely described,
and Chapter 4's section on Analysis and Findings provides detailed information on the procedures
used to gather and evaluate the data. Understanding the actions required to get at the findings and

conclusions is made possible by the full narrative given.

3.7.3 Interpretation Consistency

Miles et al. (2014) contend that validation of the participant data collected is essential to the validity
of the findings of researchers. Creswell (2013, p. 89) indicated that researchers must manage personal
opinions so that theory can emerge. The interview questions were created to evaluate employee’s
viewpoint. During the interview, participant’s views and experiences were recorded and later
transcribed manually. The transcripts were then verified against the audio recordings of the interview,
and some notes taken at the conclusion of each interview process to complete the data collection

process. The recorded interview and transcripts listened to and were re-read a few times to detect
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any errors. Any error found were corrected while listening to the audio recording. The data was
interpreted based on the question that the respondents were asked and validating the perspective of
the respondents to generate data for the findings of the study. The steps taken for to ensure clarity
and transparency of data included: (a) In-depth description and data analysis that was used. (b)
Explaining how data was selected from the original sample, explained in the data collection chapter 3
section 3.5 of this research and (c) Making sure there was enough data to support the findings of the
research, which is depicted through quotes from the respondent’s answers to the research questions,

evident in chapter 4 of this research.

3.8 Risk and Ethical Considerations

Every research undertaking needs to abide by a set of moral guidelines that guide the researcher's
behaviour. Creswell (2014) stated that research conducted along qualitative lines usually seeks to
understand the meanings behind concepts and theories. Risk is an essential factor for qualitative
research because the boundaries between the participant and researcher are not unconditional.
Considering that supervisors and employees were the only respondents who could be interviewed for
this research study, several ethical concerns had to be considered. Therefore, the respondents for the
purpose of this research were all provided with consent forms and adequate information about the
research study. They were informed about the expected duration of the interview, confidentiality of
information they were provided and that interview responses would not be shared with their superior
or the organisation but would only be used for the purpose of this research and possible future

research.

The respondents were given information sheets detailing the research study to enable them to choose
voluntarily whether or not to participate in the research study before any voluntary agreement was
obtained. There was no coercion to participate in the interview process. Prior to commencing the
interviews, ethics approval from the Queensland University of Technology (QUT) Human Research
Ethics Committee was granted on 6 December 2021 with approval number 4805. The study was
conducted in accordance with the National Statement on Ethical Conduct in Human Research (2007).
The research project did not identify any individual participant in the publication of results. All
information taken from the study was coded to protect each participant’s identity. No names or other
identifying information was used when discussing or reporting data. The files and data collected were
safely kept in a secure place according to the data management of QUT. There is a potential for this
collected data to be used in future research and the respondents were advised in the consent form

and information sheet provided. The recorded data were securely stored, but readily accessible to
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researchers following the QUT defined retrieval protocol. A potential identifiable risk for this research
study was the inconvenience of participant’s time that they gave up for being interviewed, which was
at their own convenience and availability. The respondents had the option of skipping any question

they were not comfortable answering, as this was totally a voluntary participation.

3.8.1 Informed Consent

Informed consent was defined by Sand and Loge (2010) as a person giving his permission to participate
in research consciously, willingly, intelligently, and in a clear and obvious way. According to this tenet,
the study first requested permission from the organisation through an introductory email sent to the
head office representative, asking for permission to speak with organisation employees. After seeking
the approval of the organisation and provided with the contact details for the employees, the
respondents were approached and informed about the research with an email letter explaining the
purpose and approach of the research, and an accompanying consent form will be provided. A clear
verbal explanation was also provided at the time of the interview to each interviewee who

participated in the process.

3.8.2 Privacy and confidentiality

Concerns about disclosing respondents' personal information to parties unrelated to the study are
addressed through confidentiality. The researcher assured the respondents that no one not directly
participating in the study would have access to the data they submitted. In order to maintain
anonymity, the respondent must do so throughout the entire study (Petrova et al, 2016). Based on
this principle, commitments to ensure confidentiality was maintained by ensuring recordings were not
shared and transcripts were anonymized. The details that could be used to identify the respondents
were removed from the transcripts and concealed in write-ups. During the interviews, interviewees
were made comfortable and were given the option to indicate if they did want some of the sections
of their interview recorded or made public. In such circumstances, recording was to be paused, or

sections of text were to be expunged from transcripts, and an indication made that this was the case.

3.9 Summary

According to Pratt and Bonaccio (2016), applying a qualitative method to research entails considerably
more than only speaking with or interviewing subjects. According to Sandelowski (2010), some
researchers have treated interview data as though it were a finding in and of itself rather than a source
from which the researcher must draw conclusions. The research philosophy was discussed in this
chapter, and the arguments for the research design explained why interviews were acceptable and

the most effective way to respond to the research questions. The research questions establish the
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framework for additional understanding of how CSR affects engagement and career satisfaction
among employees, as well as how they perceive it and their experiences with it. Additionally, to ensure
rigour, this qualitative descriptive study was created with the components of integrity, confirmability,
and credibility (Guba & Lincoln, 1994). A study is considered to be confirmable if it is perceived as
neutral and any known biases are exposed and effectively managed (Miles et al., 2014). Therefore, a
thematic analysis was used in the construction of the themes and in writing the findings that answer

the research questions; this is presented in the following chapter.
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Chapter 4: Data Analysis and Findings

4.1 Introduction

This chapter presents the findings and analyses of data gathered from respondents in the research
study. The study focused specifically on the CSR type of three (3) Australian organisations; employee
perceptions of the organisation’s CSR initiatives; and their influence on employee engagement and

career satisfaction. Then, subsequently, the influence of employee engagement on career satisfaction.

The interview questions were semi-structured and open-ended to stimulate responses and enhance
a two-way communication between the researcher and the respondents. The questions were
developed in response to the problem statement and were guided by Carroll’s (2016) model of CSR
types, Employee Engagement theory and Career Satisfaction Theory to address the research purpose

and answer the research questions.

Prior to beginning the research, a pilot interview was conducted to improve the quality and credibility
of the study by allowing for any necessary modifications (Hazzi & Maldaon, 2015). The purpose of the
pilot interview was also to analyze the reasoning and order of the interview questions and enhance
them by speaking with two pilot responders to gauge their clarity and applicability. Data collection did
not include the two pilot participants. During the pilot interviews some questions were identified as
not clear enough for the participants to answer without repeating the same thing they had mentioned
in earlier responses, due to high similarities in the way the questions were structured. These questions
were consequently redeveloped, to ensure continuity in drawing out the perception of each
respondent regarding the CSR initiatives of their organisation and their engagement in organisational

CSR. This was critical for understanding employee engagement elements and career satisfaction.

Eighteen (18) interviews were conducted via zoom with respondents from three (3) organisations,
including four (4) employees in supervisory roles and fourteen (14) employees in non-supervisory
roles. This enabled the exploration of their perceptions of their organisation’s CSR and experiences;
employee engagement and career satisfaction. The demographic attributes of the respondents are
presented in Table 4.1. This findings chapter is where the research question links to the data collection
process to reassure an adequate information collection (Kéhler, 2016). The results from the interviews
informed the answers addressing the following research questions:

RQ1: How does CSR types influence Employee Engagement?
RQ2: How does CSR types influence career satisfaction?

RQ3: How does Employee Engagement influence Career Satisfaction?

Chapter 4: Data Analysis and Findings 49



4.2 Data Collection and Analysis

Different data analysis techniques are used in qualitative research to comprehend a social
phenomenon (Nowell, et al., 2017). The foundation of qualitative data analysis is thought to consist
of three (3) primary strategies. These techniques include gathering data, organising it into groups
(coding), and presenting the results in figures, texts, or tables (Creswell, 2013). To find the developing
themes in the data, three (3) rounds of descriptive coding were completed. The first round was used
to find areas where the things or elements discovered may be combined, divided, or given new names.
Hence, a procedure that, given the repetitive nature of coding, Braun and Clarke (2006) describe as
routine. First-level coding and description were the focus of the second round. In the third stage,

themes were developed by categorising the data.

4.2.1 Thematic Analysis
A theme is a grouping of related data points that encapsulates key insights into the research issue

(Braun & Clarke, 2006). Considering that this study's nature required organising and understanding
themes, thematic analysis was chosen above other qualitative data analysis techniques (Vaismoradi &
Snelgrove, 2019). In order to obtain relevant patterns of data, thematic analysis involves locating and
organising data according to patterns or "themes" (Braun & Clarke, 2006; Vaismoradi & Snelgrove,
2019). The study used data analysis as a tool by observing phenomena, identifying themes, and
categorising the data. The researcher then connected the themes through logical reasoning to present
a relevant storyline of the data (Hammarberg, et al., 2016). The thematic components that were
associated to each of the interview questions and coded according to the themes and sub-themes
used for this study are shown in Table 4.1. Respondent described aspects of corporate social
responsibility, their inner world and their external behaviours, represent the themes of this study.
Respondents mentioned their organisation characteristics, their own mental, emotional, or physical
nature, as well as their experiences at work with colleagues and relationships to others, throughout
the interviews. Although all factors were common, the respondents referred to distinct sets of factors
when describing their experiences. The themes were based on responses to interview questions;
combinations of descriptors or experiences and various components of the research grouped into
themes and subthemes based on their similarity. Therefore, Table 4.1 provides examples of each

theme and sub-theme based on the interview questions that were used to extract the themes.
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Table 4. 1 Thematic Analysis

Theme

Sub-Theme

Definition

Employee and
organisation

Corporate
Social
Responsibility

Organisational Type
Work Tenure and Employee Role
Organisation Overview

Employee Perspective of CSR
Understanding of CSR

Socially Responsible Organisation
Organisation CSR culture
Organisation CSR activities
Impact of CSR on employee's
behaviour, attitude, and
performance

The relationship between CSR
initiatives and employee
engagement

Influence of CSR activities on
behaviour outside

Aspect of CSR that influence
employee perception of employer

The organisation participants to the
research which include Pharmaceutical,
Manufacturing and Hardware company and
employee year of working.

Agreed or expected behaviour of
employees performing certain  tasks
associated with the position title.

Business model helping a company be
socially accountable to itself, its
stakeholders, and the public.

Adopts policies promoting the welfare of
society and the environment while reducing
negative impacts on them.

Organisation’s values, work environment,
expectations, and goals

Programs can boost employee morale in the
workplace and lead to greater productivity.

All-inclusive plan companies and
stakeholders use to design, execute, and
analyse their CSR initiatives.

Employee
Engagement

Employee Career Satisfaction
involving CSR

Understanding of employee
engagement

Importance of employee
engagement

Engagement in the Organisation
How employees are engaged in
the Organisation

Organisation CSR performance
Measures to determine CSR
initiatives

Monitor and keep employees
informed on CSR

CSR initiatives connecting
employees to the organisation
Employee experience engaging in
CSR

Encouraging CSR engagement

Improves  employee's feelings and
emotional attachment to the company,
duties, position, colleague interaction and
company culture.

Increases sales and customer loyalty,
operational savings, and better financial
performance, with greater ability to attract
talent and retain talent.

Benchmark business against others CSR
performance

Improves work culture, reduces turnover,
increases productivity, builds better work
environment and customer relationships.

Individual  experiences, organisational
practice and various contemporaries
aligned with the company's values.

Internal communication process and the
management of stakeholders ethically and
in a socially responsible manner
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Involvement and enthusiasm of employees
in their work and workplace

Attracts clients, employees, and
stakeholders; talent retention; and overall
business performance

Career
Satisfaction

Employee Engagement and
Career Satisfaction

Career Development
opportunities

Role empowerment
Employee skills and career
development

Benefit of engaging in CSR
Professional development
challenges

Employee motivation and
Organisational Commitment
Organisational qualities

CSR to organisational commitment

Internal and external CSR

Interest or lack of interest in CSR
Impact of CSR on performance

Employee perceptions and career/ job
independence, where employees reach
new levels of competence through
networking, learning or skill development.

Ability to accomplish something and know
it, giving them the confidence needed to
succeed. Influences attitude and behaviour
through improving organisational pride

Barriers affecting employee progression.

Employees' organisational identification
influenced by efforts directed towards
employees and efforts directed towards
external stakeholders’ activities.

Employees choose what fits their career
goals and the company vision and
involvement in CSR

4.3 Employee, Organisation and Corporate Social Responsibility (CSR)

4.3.1 Demographics of participants

Table 4.2 shows the figure of employees’ employees’ demographics, which includes their gender, role

and most common number of years they have been with their respective organisation. Therefore, the

breakdown of employees who worked between 3-6 years with their respective organisation

constituted 60% of the total participants in the study; followed by those who had worked with their

respective organisation between 1-2 years, who represented 20% of the total. Employees who had

been with their respective organisation for 7 years and over, represented a further 20% of the total

number of employees who participated in the study. Hence, this indicates that the total number of

participants interviewed worked with their respective organisation for 2-5 years, representing the

majority of participants.
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Table 4. 2 Demographics of Participants

Demographics

Categories

Rate of Occurrence

Percentage %

Organisation type

Hardware Company 6 33.33

Manufacturing 7 38.89

Pharmaceuticals 5 27.78
Subtotal 100.00

18

Gender

Male 7 38.89

Female 11 61.11
Subtotal 18 100.00
Participant’s Role

Management 4 22.22

Employees 14 77.78
Subtotal 18 100.00
Years in Organisation

Less than 2 Years 0 0

2-5 Years 12 66.67

6-9 Years 5 27.78

10+ Years 1 5.55
Subtotal 18 100.00

4.3.2 Work tenure and role of employees

The participants in this study have been ascribed identifiers as 11 to 118, where

llIII

stand for

“interviewee” and the organisation assigned codes, which are P1 (Pharmaceuticals industry), M2

(Manufacturing industry) and HC3 (Hardware company). These made it easy for the researcher to

identify the participants and organisation as required throughout the analysis as shown in table 4.3.
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Table 4. 3 Participant identifiers, work tenure, role, and organisation identifier

Participants ID Work tenure (Years) Employee Role Organisation
11 2 Sales Representative P1
12 4 Sales Representative P1
13 4 HR Performance Partner M2
14 6 Production Operator M2
15 4 Production Manager M2
16 10 Team Member HC3
17 6 Team Member HC3
18 7 Building Hardware Expert HC3
19 5 Team Member HC3
110 3 Pharmacist P1
111 5 Key Account Manager P1
112 2 Business Development Associate  P1
113 4 Production Operator M2
114 6 Receptionist/Admin M2
115 8 Coordinator (Electrical) HC3
116 2 Systems Analyst M2
117 5 Team Member/Special orders HC3
118 3 Project Manager M2

4.3.3 CSR and Organisational type

Studies that have explored the relationship between CSR and organisational types, such as Dutton &
Dukerich (1991) found that employees' identification with a company can be strengthened or
weakened by the organisation’s handling of social issues. For instance, respondents suggested that
organisations do use CSR to leverage business advantage, including labelling, promoting, and
improving market-share, even though the organisations have a responsibility to the local community
in which they operate. Respondents provided insights into the reasons their employers included CSR
practices and its overall influences as follows which for this purpose can be related to the first research
guestion of CSR type influencing employee engagement.

“Employers recognise the importance of providing flexibility and supporting employees’
volunteering; for example, giving paid time off has been profound as being a positive morale
booster due to them noticing both productivity and measured quality maintaining an upward
trend.” (18, M2)

Chapter 4: Data Analysis and Findings 54



“CSR has been good in terms of overall business operations, meeting our mission, corporate
citizenship, productivity, financial performance, and it’s a critical business imperative for us to
be able to maintain doing good work around corporate social responsibility with our
community.” (114, M2)

4.3.4 CSR practices that focus on the Community.

According to Onkila and Sarna (2022), in their review state that, employees' role in CSR is seen as
implementing organisational CSR policies. Hence, the three leading Australian organisations examined
in this study demonstrated good understanding of how their operations affect the communities in
which they operate as well as what the community expects of them through their CSR activities and
practices. Consequently, the organisations have designed CSR programs and activities geared towards
ensuring their communities experience significant benefits from their participation. Therefore, the
interview data indicates that the organisations use CSR as a means to create a relationship with their
community and also as a business plan to enhance employee engagement, while displaying
responsibility for supporting a sustainable environment. Furthermore, this establishes that employees
want to perceive their organisation as practicing CSR which is ethical.

“We promote the 3Rs (Reduce, Reuse, Recycle) because an important issue of containers and
packaging needs to be addressed, we believe that if this is tackled, our environmental problem
will be reduced. We do also give out scholarships to deserving students and provide
employment opportunity” (116, M2).

Cavazotte and Chang, (2017) suggested that some internal CSR initiatives that organisations use
include fair wages; sympathy network groups; volunteerism programs; and health and wellness
centres. Therefore, some of the respondents specifically revealed that the majority of CSR initiatives
are charitable in nature, with education and health/wellbeing being the two main focuses. In light of
this, the CSR focus extended beyond education and health/wellbeing to include other areas like job
creation, social interaction, sports, and environmental sustainability initiatives. Additionally, this can
be related to philanthropically practiced CSR as stated by one participant:

“We engage in Grassroots projects, community supports, donations and fundraisings. Such as

sausage sizzles at the store and donating/volunteering to plant gardens in schools to have a
positive impact on the communities we operate in” (19, HC3).

Also significant was the employees’ enthusiasm to be involved in their community. Respondents
expressed that promoting CSR increased participation, because of the awareness it creates for new
employees and reminds existing employees about the brilliant things their organisation is doing to
make a difference in the communities where they live and work. As expressed by one other

respondents.

Chapter 4: Data Analysis and Findings 55



“Certainly, if a company participates in the community, there can be no comparison to this,
because its employees will go the extra distance when they can see the effects on the
community. Despite the fact that we don’t see our company paint buildings or plant trees in
the community”. (12, P1)

4.3.5 Employees’ Perceptions of CSR
According to El Akremi et al., (2018) and Tafolli and Grabner-Krauter (2020), an employee's perception
of CSR reflects how the employee perceives the overall level of CSR involvement of their organisations.
Instead of the actual CSR engagement from an organisation's perspective, it also records how
employees view their company's CSR initiatives (Ng et al., 2019). Employee perception of their
organisation's CSR actions was examined in light of Carroll's (2016) four elements of CSR: economic,
legal, ethical, and philanthropic. Through employee response, an organisation's CSR activity is deemed
to be properly measured by employees' job satisfaction, organisational engagement, and citizenship
behaviour (De Roeck & Maon, 2018; Gond et al., 2017). Employees actually viewed CSR activities more
favourably when they think positively about the CSR practices of their employer.
“On one hand, it gives the me as an employee a sense of pride that the organisation | am
working for thinks about the society in which it operates and on the other hand, motivates the

employee to do more, knowing full well that the society will further benefit from the success
of the company” (13, M2).

According to Waddock (2004), perceived CSR refers to employees' beliefs about how the
organisation's operations and policies affect the health of its stakeholders and the environment as a
whole. In light of this, the positive perception of the staff members of the three top Australian
organisations included in the study may be attributable to a good evaluation of their organization's

day-to-day interactions with the workplace and, consequently, with society.

The following are responses about employees’ perceptions of their organisations’ involvement in CSR,
from the data based on the employees who work directly in CSR and experience the phenomenon of
why their employers incorporate CSR. Therefore, from the response, we can see how this answers the
research question how ethical CSR type influences employee engagement. The respondents
communicated in interviews the importance of understanding the organisational milieu of CSR
implementation.
“CSR culture within an organisation should involve environmentally friendly practises. The
practises shouldn’t be harmful or should pose minimal harm to the environment. This may
imply using alternative sources of energy, enacting a company-wide recycling program or
volunteering for local environment focused organisation. In addition, being ethically

responsible (ensuring the organisation engages in fair business practise across board)
including treating all employees, stakeholders, and clients ethically and with respect” (110, P1).
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Ethical

According to Eici and Alpkan's (2009) writings, employees who believe their organisation to be ethical
tend to view it as being equitable. This fact is also reinforced by the social exchange theory, which
contends that as part of their organisational citizenship behaviours, employees feel responsible to
provide the organisation with the necessary work attitudes (Valentine & Fleischman, 2008). Based on
the findings of this research study that CSR type can assist employees connect with the organisation
and improve their perception of the organisation as stated by this respondent.

“Working with [organisation HC3], | have seen how their financial decisions prioritised by doing

good, not just making money, but practical choices, such as signing a contract with a supplier
of a product that uses sustainable materials even though it might cost more”. (14, HC3)

Economic

According to Carroll (2016: p169), companies have an economic responsibility to the society that
allowed their formation and sustainability (Carroll, 2016). Hence, when profits are properly reinvested
into the business, they become a bedrock of growth for the company and reward the investors. Thus,
as one of the respondent states CSR initiatives can lead to better results for the organisation.
“We as a business entity are designed to produce goods and services for the community. In
this view, the society expects that business activities will be sustainable by themselves being

profitable and giving its stakeholders incentives to invest and generate more resources that
will enhance and keep operations going”. (110, M2)

Legal

Carroll (2016), outlines some essential expectations businesses should meet while complying with
their legal responsibilities, including behaving in a manner required by the government and the law.
Hence, this also entails adhering to the many local, state, and federal laws and regulations, creating
goods and services that comply with the bare minimum of regulatory standards, acting as law-abiding
organisations, and, consequently, satisfying all of their obligations to society as stated by one
respondent.

“We always do our best to get the message out to people about the work that we do in this

space because a lot of the time they don’t get to see it. The [...] team does a lot of work to put

the pieces of the puzzle and other things together behind the scenes, so that the adjustments
made creates a better employment experience which is permissible”. (119, P1).

Philanthropic
Carroll (2016) identified four approaches to CSR, namely philanthropic, economic, legal, and ethical,

where the philanthropic approach is noted as the one desired most by society. This study has found
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that the respondents from each of the three organisations identified their organisation as
predominately philanthropicin their CSR approach even though they did acknowledge a range of other
perspectives. Thus, one of the respondent states:

“In the world today, it’s almost anticipated that businesses will give back to the communities
where they exist and donate to causes that align with their organisations mission, hence,
businesses that do this, have followed through with their humanitarian responsibility, which
what we do when we go to schools help plant gardens, isn’t it?”. (13, HC3).

Furthermore, the extent given to Carroll’s (2016) model represents the conceptual framework that
has given way to the measurement of people’s CSR orientation and the importance that individuals
attach to the four dimensions of CSR (Carroll 2016), which can also be based on the conceptual
framework found in this study figure. In this instance, these examples are given by respondents to
emphasis the philanthropic approach by their organisation as follows:

Pharmaceutical (P1)

“I will answer this question in two ways | think naturally, the way we have always done
business, which is serving people in the healthcare space has always had a genuine social slant
to our business brand. Therefore, as an organisation, we offer services that are improving the
healthcare of the community. So, it is varied by nature of what we have been doing on a socially
orientated idea as a company overall. We also have done a lot of outreach, these types of
outreaches is about being very charitable, working as a community to do these things. It wasn’t
until maybe a few years ago, that we as a company decided to put more structured framework
around all these wonderful things that we have already been doing as a socially responsible
company”. (118, P1)

Manufacturing (M2)

“You know if you are going to absorb resources, that is, stuff from the society, any corporation
should be willing to contribute back to the society. An organisation should be willing to
contribute back to society if it is going to absorb resources from it’s that simple! | think it’s
beneficial for every person who works in the organisation to think about it this way, what do
you owe the society? You see if we constantly take without giving back, when does it run out?
The earth is full of abundance, and belongs to all of us, therefore we all have to make
contributions, by giving something back”. (18, M2).

Hardware (HC3)

“My hope is that what we do make our society a better place for the next generation, because
in the long run, our responsibility is to come back as an accomplished citizen in a place of well-
versed resident of the society. So, we have to go out there and become active and work with
recreational centres, schools, churches and, through these we can develop that young man
and young woman to be a better version of themselves”. (16, HC3).
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4.3.6 Organisation Culture and CSR practices

According to Gazzola and Mella (2017), cultivating a strong corporate culture, emphasising CSR values
and experiences, is required to achieve collaborative benefits. Therefore, employees of an
organisation occupy a central place in developing such a culture, which underlines CSR values and
experiences. This study found that 100% of respondents (n=18) believed that their own relationship
with their organisation and its CSR approach was influenced by the organisational culture. For
instance, two respondents offer an example of how culture was an important influence of their
perception of the organisation.

“I think benefits...certainly influence my engagement because [the organisation’s] benefits are
really amazing.... we’ve got also good retirement and yeah, we might not make a lot of money
but there are other reasons just to be proud of working here”. (116, P1).

“When [ first got here, one thing that really stood out was how warm the people are and that
kind of helped me engage collaboratively. The environment generally makes it feel like a very
safe space ... the open format of the organisation office also has something to do with it...”.
(112, M2).

On the other hand, the employees in supervisory roles share common values in achieving the best
possible result for all stakeholders. As explained by the following respondents, the organisation CSR
activities at work influences their behaviour both inside and outside work based on the research

guestion of how employee engagement influence career satisfaction:

“It gives me a sense of pride that | can associate with the company outside of work. | am proud

” u

to identify with the points of service gleefully....... It also gives me a sense of pride; to be
affiliated with the organisation”. “It shows that the company is concerned about future of both
the environment and the business existence, which | carry with me outside work”. (13, HC3)

“This is because our personal identities are partly tied up in the companies we work for. If my
company is saving the world, | am too, so my association with the organisation reflects
positively on me and makes me feel good about the work | do for the company” (16, HC3).

The culture of an organisation has a substantial impact on the employees of the organisation, which
is what helps them to identify with and connect to their organisation. An organisation’s culture
comprises of two components, i.e., the way an organisation operates and the values the organisation
shares. An organisation’s culture is pre-existing in the basic DNA of the organisation which is
something that the employees of these organisations carry with them (Alavi, et al., 2005). This is
evident from two respondents’ example to show the importance of values and employee choice of

activity.
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“My organisation believes in a set of values and by allowing me a choice in the initiative to
engage in, makes me feel | had a part in making my community better. Therefore, | put my all
into it and it is passed on as a legacy through the years” (118, P1).

“The created culture within the organisation give us a competitive advantage, which creates
a more satisfied and committed workforce. This is enhanced by the investment in CSR
programs, bringing out employees’ goodwill, which reduces turnover rate and makes it a more
attractive place to work”. (18, M2).

Consequently, employee engagement can be attributed to several aspects of the organisation's
culture, according to the respondents. In addition, cohesiveness and collaboration were also
mentioned as factors that influenced the respondents' engagement with the team. In the same way,
the role of organisation benefits in engagement was mentioned by several respondents. Specifically,
it was noted by several respondents that organisational benefits play a significant role in employee
engagement. While other respondents shared how their perception of work-life balance affects their
engagement, as stated by this respondent.

“I have my job and need to take care of my family......I don't like to think of it as work-life

balance where, like, you're at work when you're at work and then you're not at work when

you're not at work. | have 24 hours to work with, and it's always different on a daily basis, so

wherever the focus needs to be, | just try to be purposeful about what it is I'm doing during
that time”. (15, HC3)

4.3.7 Internal and External CSR

Due to the continuous development of the economy and society, the definitions and meanings of CSR
are constantly changing (Vashchenko, 2017). This study adopted the definition of Waldman et al.,
(2006), in order to avoid being confused by the multiple concepts of CSR. For this purpose, CSR refers
to the behaviour of organisations to protect or promote social welfare beyond the direct interests of
organisations and their stakeholders as stipulated by law (Campbell, 2006). A lot of scholars believe
that CSR is a multi-dimensional concept related to different corporate stakeholders, including
employees, communities, consumers, and the environment (Shahin et al., 2014, Harvard Business
Review, 2013; Glavas, & Piderit, 2009). Therefore, some of these CSR beneficiaries belong to the
organisation’s internal stakeholders, while others belong to the organisation’s external stakeholders.
Based on the above narratives, this study divides the employees’ perceived CSR into internal CSR and

external CSR.

Internal CSR

According to Pietersz, (2011), internal CSR focuses on what can be done inside in the organisation to

improve the well-being of employees, their lives, and productivity, which in turn affects the
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organisation’s profitability and bottom line. Furthermore, this actively fulfils and improves
organisational fairness concerning employees (such as improving the happiness and satisfaction of
employees) and ensure work safety and the professional development of employees (Moura-Leite, &
Padgett, 2011; Elifneh, (2020); D'Amato, & Roome, 2009). Likewise, by providing welfare services for
employees, internal CSR is closely related to psychological and physiological wellbeing, and the core
idea of CSR is to benefit employees and safety, work-life balance, training and equality instead of
pursuing corporate interest. For example, there are a number of respondents who described their
vigour and connection to the organisation, as well as caring about others through CSR initiatives that
they participate in. While others shared how their drive for success and resolving challenges
independently influenced their energy, such as their ability to deliver results. In line with this, one of
the respondents also explained how they are motivated by their intrinsic motivation, that is, their
desire to help, and their passion for the work they do, which can be affiliated to answering the
research question of how CSR types influences career satisfaction.

“The CSR initiatives makes me feel more connected to the organisation through enhancing my

identification as an employee, improving my commitment and retention in the organisation....”
(19, HC3)

External CSR

External CSR is mainly concerned with an organisation’s outward social and environmental practices
(De Roeck et al., 2014). In addition to creating a CSR organisational culture to promote legal and ethical
business standards to employees, companies are also encouraged to positively influence various
charitable groups and local communities, extending their CSR contribution to their surroundings
(Chiang, 2010). Therefore, among the external social responsibility related to the community, it
includes charitable donations in support of humanitarian causes, community development
investment, and cooperation with non-government organisations. Furthermore, these external CSR
markers illustrates that, while CSR usually focuses on ‘doing good,’ it is also important to put in place
policies to avoid ‘doing bad’ (Lin-Hi & Midiller, 2013). Emphasizing that, failure to ensure effective
policies are in place for external CSR can be viewed as “corporate irresponsibility,” which puts an
organisation’s reputation at stake. Hence, the majority of respondents agreed that their individual
employers should get involved in the community and benefit financially from doing so. In fact, they
typically view their employer's CSR initiatives as simple endeavours with realistic goals when it comes
to community engagement. Having established that they are both members of the organisation and
the community, the interview respondents' impressions of CSR types with regard to the community
and environment appeared to have a rather large impact on them as they explained. As a result, the

employees have a genuine interest in the organisation by treating them well and doing economically
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sustainably practices because they are a part of it. However, it is also in the employee's best interest
as a member of the community that the organisation supports charitable causes and minimises its
environmental impact as stated by this respondent, which gives light to the question in this study of

how CSR type influences employee engagement.

“I think the normal way of how we have been doing business, that is, serving people in the
healthcare production area have always had a natural social incline to our business brand.
Therefore, we as an organisation need be there, offering our services to the community which
improves their health. Just by the kind of work we have been doing on a socially oriented idea,
we have always done a lot of outreach, which are also philanthropic in nature, and these type
of outreaches is mainly working with the community” (112, P1).

4.3.8 Impact of CSR on Employees Perceptions
One of the most important stakeholder groups of an organisation is its workforce (Rodrigo & Arenas,
2008). Therefore, the positive attitudes and feelings that employees have towards their work, or their
career satisfaction, may grow as a result of their view of CSR. In the same way, a lot of previous
research on the connection between employees' perceptions of CSR and their job satisfaction revealed
that a greater perceived CSR predicts a better level of career satisfaction (Valentine & Fleischman,
2008). The findings of this study suggest that employee perceptions of CSR engagement positively
influenced their participation in socially responsible activities and how they approached their
employment, particularly in terms of career satisfaction and organisational commitment.
“The fact that we as an organisation actually give back more than just the standard writing of
cheques or doing speaking engagements, but actually doing meaningful work in our
technology space, particularly locally, when it comes to not-for-profit works with which we are

partnering. It’s good for the morale and good for our organisation culture, it’s especially good
for the relationships we like to build in the organisation” (116, M2)

Therefore, it is expected that a positive perception of CSR, as demonstrated by the data analysis,
would have a big impact on how much employee engagement and career satisfaction are attained
(Chen, et al., 2020). According to some of the respondents, CSR also benefits their organisations
financially because organisations use CSR initiatives to assist in marketing and branding their products
and services. For example, this respondent implies that the CSR initiatives has an impact on employee
engagement.

“..events that you feel you're making progress and you're making a big impact, and that

there's opportunities to say, look at what we're doing, we're really doing something big moving
forward which aligns with the organisation’s goals at this point in time” (14, M2).
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4.4 Employee Engagement

Engagement and commitment to an organisation is measured by employee engagement (Slack et al.,
2015). Even though CSR activities might be a useful strategy for boosting employee engagement, it is
advised that in order to achieve sustainability, a business should look beyond profits. Therefore, based
on several studies, CSR initiatives help employees feel more engaged at work by meeting a
fundamental demand for meaning in their work (Glavas, 2016). More than eighty percent (80%) of the
interview participants expressed their opinion that participating in organisational activities increases
their sense of belonging and increases their likelihood of remaining with the organisation over the
long term as stated by this respondent.

“Employee engagement in my understanding is my involvement in the activities of the
company in the aim to achieve organisational goals. My employer meets this goal and makes
sure that we are part of it, this keeps me motivated” (113, M2)

4.4.1 Understanding of employee engagement
In the Harvard Business Review, (2013), it was noted that the current rapidly changing environment
have business leaders come to the realisation that having high performing workforce is essential for
the growth and survival of companies. Therefore, employee engagement has become a top priority
for organisations as a highly engaged workforce can increase innovation, productivity, and bottom-
line performance while reducing costs of hiring and retaining capable employees. Hence, some of the
respondents were of the view that their opinions mattered the in the organisation and management
acknowledge their contribution and encouraged them to keep taking the opportunity to contribute to
decisions that affect them and the organisation. As already shown in the response of the respondent,
employees from the organisations of this study have a positive perception of their organisation
engaging them in CSR activities.

“It is understanding the pain points of employees and developing policies and initiatives to

meet, if not all, some of the issues they raise. That is why employees are encouraged to come

up with initiatives that the organisation can buy-in into and then provide interventions to
support the initiatives that are approved”. (18, M2).

4.4.2 Employee Engagement in the organisation

In this research, based on personal engagement and disengagement, Kahn (1990) found that
leadership behaviours and styles have an impact on psychological safety. Kahn found that when
leaders fostered supportive environments where it was okay to fail, employee psychological safety
increased. Furthermore, Kahn also found that employees felt safer when they had more control over
their jobs. In light of this, employees in this study have cited leaders' flexibility and warmth as crucial

qualities and behaviours that foster psychological safety for them.
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“When we as employees are encouraged to come up with initiatives that the organisation can
buy into and then provide interventions to support the initiatives that are so approved, it make
us feel integrated into the company. This also makes us feel secured in a place that value our
opinion” (11, P1)

Following on from the previous, several respondents shared instances where their management gave
them greater (or less) flexibility to complete a task or perform their job. Hence, this could be relayed
to the studies by Kahn (1990), stating that meaningfulness, psychological safety, and psychological
availability are potentially necessary conditions for engagement or disengagement. For instance, one
of the respondents said their manager had once given them work with a somewhat ambiguous
directions, but after some time the participant noticed that this was done on purpose so they could
decide for themselves what method was best for the task at hand. They continued by describing their
experiences as positive ones in which they were free to consider various strategies and solutions which
engaged them even more as an individual.

“Our diverse culture is the biggest strength that makes us more understanding, culturally

sensitive and has major impact on our performance attributes. The diversity in the

organisation is making a positive impact on our performance as well because we have a very

diverse customer base and so having similarly in our workforce and how we approach the

business is ultimately a strength and promises to be more profitable” (112, P1).
Mirvis, (2012) stated that The Gallup Employee Engagement Index reported on average as of 2010,
some 33 percent of employees were engaged by their companies, 49 percent were not engaged, and
18 percent were actively disengaged (Mirvis, 2012). Hence, participants expressed a number of
instances in which acting as an influencer gave them a greater or lesser sense of self-worth. For
instance, the vast majority of participants identified as having the drive and capacity to produce
results. Furthermore, some of the participants also stated having a strong intrinsic motivation to help
the organisation succeed. While the remaining respondents followed on to discuss how helping people
at work, whether it be a coworker, internal or external stakeholders, gives their work significance and
makes it more meaningful, as stated by this participant. Therefore, this could be expected to relate to
the research question of how employee engagement influences career satisfaction.

“It's difficult sometimes to separate my role from the individual because | am the role. So, if

somebody else was doing what | was doing, that role would be different and have a unique
meaning” (118, M2).

4.4.3 Importance and Benefits of Increasing Employee Engagement
Employee engagement is now fast being acknowledged to be a critical factor to ensure success for the
organisations, and as such organisations need to be view and take these in to account seriously by

organisations, since studies indicate that through engaged workforce significant organisational
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outcomes could be gained by organisations (Albrecht, et al., 2015). As such organisations should
acknowledge employees as playing a strong influence in comparison to other factors which could
indicate a powerful competitive position for the organisations. As a result, this could be seen as related
to a study done by Chaudhary (2017) who observed that employee engagement was significantly
influenced by employee perception of CSR. Therefore, organisations with high levels of employee

engagement experience a series of benefits, such as:

1. Higher Productivity - Engaged workers are more likely to perform their tasks with care and

diligence, which raises productivity.

2. Higher Retention - Employees that are engaged are less likely to depart. They feel like valuable

team members and have a stronger feeling of devotion to the organisation.

3. Less Absenteeism - Employees who are engaged are more likely to show up for work. They have a
stake in the business and want it to succeed. They want to be there in order to contribute and further

the purpose of the organisation.

4. Higher Profitability - Organisations with high levels of engagement outperform their rivals in terms
of earnings-per-share growth by a factor of more than four times, and organisations in the highest

engagement quartile also experience 21 percent higher profitability.

During the interview, one participant went on to explain that they felt that management trusted or
listened to what they had to say. They further reiterated that; this gave more meaning to their role as
they felt management could trust them operate independently. Furthermore, this participant

explained that they would feel disconnected from the work if management ignored their opinions.

“It promotes an excellent working environment, job satisfaction and the willingness to make a
difference. It ensures that employees strive to meet the goals and objectives of the
organisation. It also helps to build capacity in an employee and improves productivity in the
organisation.” (17, HC3)

4.4.4 Employee Engagement in CSR

Mirvis, (2012) studied the impact of corporate social responsibility (CSR) in suitably engaging
employees, in its effect on motivation, identity, and sense of meaning and purpose. Organisations link
CSR to employee engagement in many ways, such as striving to be a responsible employer. Therefore,
the vast majority of employees interviewed say that they want to be engaged in the CSR activities of

their employers, which engages employees directly in voluntary and on-the-job CSR-related activities.
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Hence, the employees who are interested in participating in the CSR initiatives of their organisation
are increasing in numbers, which enables employees to actually do “something more” on their jobs
and produce value for both the business and society. For example, Supanti et al., (2015) illustrated
that employee engagement with CSR leads to positive emotions, improved social capital and task
related skills, thus establishing a link between employee CSR engagement and productivity. Therefore,
some respondents felt that the CSR initiatives of the organisation is one of the things that drives
innovative activities and give them an identity, which then positively affects their loyalty.

“CSR initiatives make me feel more connected to the organisation through enhancing my

identification as employee, improving my commitment and retention in the organisation.”
(119, P1).

Therefore, this shows that organisations are taking different approaches to engaging their employees
through CSR. Therefore, this study explored three different ways that companies design and manage
their efforts: a transactional approach, where programs are undertaken to meet the needs and
interests of those employees who want to take part in the socially responsible efforts of an
organisation; a relational approach, where an organisation and its employees together make a
commitment to social responsibilities; and a developmental approach, where a company aims to more
fully activate and develop its employees and the organisations to produce greater value for business

and society.

Finally, as a result of the literatures reviewed, CSR initiatives and employee engagement are moral
business decisions. Furthermore, the literature review suggests that an employee's perception, lack
of communication, and the CSR image have contributed to low employee engagement in CSR
activities. A core literature analysis was conducted to identify the main themes of describing CSR

commitment and employee engagement in the core literature review.

4.5 Career Satisfaction

An evaluation of one's employment's overall quality is represented by work satisfaction (Weiss, 2002).
It depends on a number of variables, including the industry, type of job, compensation or salary,
professional opportunities, supervision, benefits, work ethics, organisational procedures, and
connections with colleagues (Misener et al., 1996). Studies show that job dissatisfaction has a wide
range of detrimental repercussions, including issues with complaints, absenteeism, low morale and
high turnover, unethical behaviour, and misconduct in the workplace (Gangadhraiah et al., 1990). On
the other hand, one of the most significant elements affecting employee career satisfaction is

leadership conduct (Gangadhraiah et al., 1990). Therefore, this research finds that employee’s
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perception of organisational CSR initiative they are involved in acts as a catalyst to satisfaction in the

workplace.

4.5.1 Employee perceived CSR and Career Satisfaction

Adams (1963) defines career satisfaction as the balance between the perceived inputs and outputs of
an individual. An employee will be satisfied if they believe that the inputs such as effort, education
and experience are equal to the outputs like wage, and status. Babin et al., (2000) explains job
satisfaction as the general attitude of the employees towards their job and suggests that those who
have positive attitude will have higher job satisfaction. According to Koc et al., (2000), job satisfaction
is a result of compensation degree perception of an employee to which the job provides the important
values of the worker. Lastly, career satisfaction may be explained as the perception degree to which
important things for an employee are fulfilled in their job (Koc et al, 2000; May et al., 2002). Some
respondents to this study mentioned the feeling of satisfaction they have when involved in the
organisation CSR initiatives because it gives them fulfilment. Thus, career satisfaction is higher among
employees of socially responsible organisations.

“Seeing your employer perform CSR activities helps with employee relations, especially that

scenario of involvement in our community which has created more of an awareness for me as

an employee to get involved in giving back to the community, this gives me great satisfaction
in my job” (117, HC3).

Therefore, employees who believe their organisations treat them fairly also believe that the
organisation has fulfilled its ethical obligations. Additionally, there is a relationship between career
satisfaction and volunteering in social responsibility activities. Organisations that engage in volunteer
work will have a higher reputation in the eyes of their employees and the community, and more career
satisfaction will be seen as a result (Senasu & Virakul, 2015). Hence, through these voluntary
programs, employees have a chance to improve themselves in the areas of team working, problem
solving, communication, creativeness, and leadership (Peterson, 2004; Satish et al., 2001).
Furthermore, most of the respondents to this study said their organisation had good ethics and is fair
to them, as they feel a sense of justice which positively affects their attitude to work. For example,
this respondent state that:

“The company gives me the opportunity and the right way of working, culture, opportunities

for growth, with responsible remuneration, which makes me satisfied at this point in time”
(118, M2)

4.5.2 Professional Development opportunities and Challenges

Baruch (1996) pointed out that career development systems should fit the needs of the individuals
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within the organization. Employees need to continually upgrade their skills and knowledge according
to the requirements of the job, and so gain a complete understanding of what is required of them,
thus career tasks involve obtaining the necessary knowledge to enable successful job performance
(Chen et al., 2004). Therefore, organisations need to start realizing that career development programs
that are highly suited to one particular group of employees may be inappropriate, or even irrelevant,
to another group. Hence, the career development programs that are developed for these employees
must be flexible enough to accommodate their diversity. One respondent explained that their
organisation is always encouraging and supporting its employees in career development and provides
opportunities for advancement. Additionally, this stems from employees who also perceive CSR as the
organisation innovative activities that positively affects employees as a driving force.

“Through trainings, encouraging employees to advance in their education, encouraging
employees to read more and learn new innovations, the company still make sure the
employees have a choice to the relevant area of interest they want to grow professionally”
(110, P1)
The major career challenges for employees are the desire to continue to perform well, to gain
promotion and to balance the requirements of the job with personal responsibilities. Hence, they will
seek promotional opportunities by demonstrating better performance in their role, leading to the
receipt of various rewards (not limited solely to material enrichment), and secure a role with greater
autonomy (Chen et al., 2004). Following on from that, some of the participants interviewed spoke

about the challenges with professional development that the face, such as

“Inability to take time off work, because of how busy work gets;” “Inadequate funding for such
courses that the employee is interested in”; “Sometimes stress, time, and shortage of
employee”. (110, M2).

4.5.3 Role empowerment and motivation

Empowerment should be a core value of any organisation’s strategy and not a trend that comes and
goes, however, this is not the case for many organisations. Therefore, empowerment refers to a
situation in which a manager gives employees the discretion to make day-to-day decisions about job-
related activities (Conger & Kanungo, 1988). Hence, the attitudes and behaviour of employees can
significantly affect customers’ perceptions of the organisation because delivery of service occurs
during interaction between employees and customers (Chebat & Kollias, 2000). Thus, the impact of
employees’ empowerment in their customer contact roles in an organisation is very important for the
image of the organisation. Therefore, by allowing employees to make these decisions, the manager
relinquishes control over many aspects of the service process and, thus, empowers employees to

make customized decisions on the spot in order to completely satisfy customers (Chebat & Kollias,
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2000). Examples from two respondents who believe their organisation is socially responsible and will
always treat them fairly as employees. Hence, they become more emotionally committed to the
organisations as a result of this, which leads to a high level of affective commitment. As mentioned by
these respondents:

“It gives me opportunity to do something outside of my normal routine and still contribute to
the business objective in another way” (13, M2).

“Employee empowerment isn’t just a warm-and-fuzzy benefit for the employees that can lead
to noticeable performance and financial gain for the organisation, which makes it important
for management to take note” (15, M2).

Having established that motivation is the influencing process and the creation of the willingness to
inspire individuals by designing a business environment that satisfies both the needs of the
organisation and its employees (Anitha, 2014). Some employees are motivated through feeling a sense
of accomplishment and achievement for meeting personal and professional goals. Many employees
are self-disciplined and self-motivated (Ganta, 2014). Therefore, motivation in the workplace helps
improve employee performance, where incentive and rewards have little effect on the employees
who feel motivated only when they are confident in their abilities and personally identify with their
role within the organisation (Raj, 2017). Likewise, managers need to find creative ways in which to
consistently keep their employees motivated as much as possible. As explained by some of the
respondents, that it is crucial that a business is motivated because it can bring many benefits, such as
helping employees stay motivated and guiding them towards their personal goals, ultimately leading

to increased productivity and employee satisfaction that is essential for every organisation.

“The truth is the positive encouragement | receive from my manager impacts my performance.
It provides my increases the morale in the workplace and leads satisfaction that | have
contributed to the goals of the organisation which enhances greater productivity” (18, HC3).

“The initiatives that the company gets involved in and the results thereafter makes me feel
that we are actually making a difference to our community and the company, this always
motivates me to do more” (15, HC3).

4.5.4 Organisational Commitment

The concept of organisational commitment has attracted considerable interest in an attempt to
understand and clarify the intensity and stability of an employee’s dedication to the organisation
(Lumley et al., 2011). In the context of the present study, organisational commitment is regarded as
an attitude, as it relates to individuals’ mindsets about the organisation (Allen & Meyer 1990).
Employee organisational commitment, according to Chatman (1989), is intimately tied to the

organisation's stand on ethical concerns as well as how consistently this stance aligns with the
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employee's personal value system. According to the findings of this study, respondents supported the
'business case for CSR' that firms would adopt CSR practices voluntarily because they enhance both
their financial and social performance.

“It’s” about that ownership of the process and the pride of the work that ultimately leads to

better work performance and accomplishment, having that ownership of what | am doing
rather than doing it because it's my job” (16, HC3)

“Engaging employees in corporate social responsibility by involving them actively at regular
and specific intervals makes us feel more connected to the organisation and enhances my
identification, which boost my commitment to want to see the company succeed”. (115, P1).

According to Peterson (2004), organisational commitment is also influenced by how much its
employees care about its CSR initiatives. Therefore, employees that prioritise CSR initiatives will
consequently demonstrate a higher level of organisational commitment to a business that successfully
implements CSR (Peterson, 2004). Hence, respondents expressed their view on how being involved in
CSR has created such a big difference to them and the organisation at large.
“Being involved organisation’s CSR has improved and increased the commitment of team
members to work and the financial performance of the company has grown rapidly. This

creates a revenue increase in the marketplace; It help to keep employees productive” (115,
HC3)

Furthermore, employees will display more organisational commitment as they believe that people
outside of the company have a positive attitude towards their company. Additionally, the outside
reputation is positively perceived by those who do not attend to the voluntary program as well as
those who actually attend (Gilder et al., 2005). The viewpoints expressed by respondents regarding
the role to which they were allocated, including how they feel about their role, such as how significant,
fascinating, or exciting their work is.

“It helps build trust, sense of belonging and confidence. It makes me free to interact with my

senior colleagues and other healthcare personnel respectfully, it makes me feel happy that |
am touching lives by contributing my quota to the community as a whole” (110, P1).

4.6 Findings

Explanation through interviews

After the emergence of the COVID-19 pandemic and the ongoing lockdowns which caused delays in
getting participants, eighteen (18) interviews were achieved from three (3) organisation employees
on voluntary basis. Zoom was used to obtain an audio interview from participants, as employees were

unable to meet face to face, interviews were conducted as a recorded audio only interview process.
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Employees provided insight into their understanding of CSR and their organisation’s CSR alighment to

employee engagement and career satisfaction.

4.6.1. CSR types to employees

Different individuals and stakeholders perceive CSR practices differently. This is because individuals
acknowledge information based on what they have available to them, in order to make causal
explanations for the events (Fiske & Taylor 1991), including CSR types and practices. For example, Do
Paco and Nave, (2013) made the case that employees place different importance on CSR types given
their role in the organisation. As noted by this respondent’s explanation about CSR to them as an
employee, which bases this on sustainability and being ethical conscious.

“My understanding of corporate social responsibility is where an organisation should think and
act in a way that reduces negative impact to the community” (18, HC3).

Undeniably, supervisors may be more concerned and aware about CSR than non-supervisors, since
employees use their perspective to make sense of their environment, it is also reasonable to expect
that they make acknowledgements concerning the purposes behind such practices. As has been noted
in the response of these respondent saying the same thing.

“The company implements flexible policies to provide a good work & life balance for its
employees” (16, 17, 19, HC3).

4.6.2. CSR to Management

Management response about CSR was related to the CSR initiatives to customers. This was
acknowledged in the respondents’ understanding of social responsibility, as they often referred to
customers as an important stakeholders. Furthermore, the respondents also shared the importance
the organisation was worth being given to customers. As such, this two examples from respondents
illustrates their viewpoint, although one of the respondents noted that the organisation had different
programs to educate employees for their own growth, though this was still for the benefit of serving
the customers better:

“Management do inspire and motivate employees to get into what the organisation is all

about and if that is CSR initiatives, then that needs to be accomplished”. Trust is part of the
mantra; “I trust more than is justified” (17, HC3)

“For example, in the previous year we had programs organised for advancing our knowledge
relating to the goods that we sell. Each employee received training for special selection of
goods...these sessions help us serve our customers better” (115, HC3).
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4.6.3. Employees perception of their organisations CSR

When participants were asked about the CSR activities their organisations were involved in, more than
half (50%) of the interviewees were in agreement that the CSR activities implemented by their
organisations were in alignment with the company’s vision. Specifically, alignment with the company’s
vision would mean that, for example, a company that generates electronic waste like used lithium-ion
battery, what will they then do as company to compensate for the level of environmental degradation
carried out by these batteries. According to Porter and Kramer (2003), they argue that a company’s
corporate philanthropy when aligned to its vision can lead to a better business environment which
further acts in the strategic interest of the company (Porter & Kramer, 2003). Therefore, this study
respondents were of the opinion that as a result of the CSR programs, the organisations show their
commitment to society, and spend a great deal of money on improving the lives of communities and
people alike. Hence, this is found to demonstrate that organisations do strive to be ethical in order

build sustainability.

“l see how the company’s CSR promotes an excellent working environment, it gives me
satisfaction and the willingness to make a difference. It ensures that we as employees strive
to meet the goals and objectives of the organisation” (113, M2).

“Corporate social responsibility refers to practices and policies undertaken by organisations
with the intent to influence and give back to their immediate community” (18, HC3).

4.6.4 CSR alignment to employee engagement and career satisfaction
The majority of employees who were interviewed concurred that their company offered ongoing
professional development chances for employees to pick up new skills and advance their careers. This
is based on the interview question asked about career development opportunities provided by the
organisation, this is what one employee mentioned:
“We have regular meeting-based training. We are often being engaged all year round on our
personal development and career aspirations unlike previously, where it only happens at the

end of the financial year” ...... “All employees have an opportunity for advancement, regardless
of whether they work as salespeople or management” (111, P1).

Additionally, another employee provided a personal example, expressing their desire to stay with the

organisation for the long term due to:

“Its principles and the opportunities the company provides. Every employee's efforts are
valued equally, and | am grateful to be employed with this organisation.” (14, M2).

Most of existing studies concerning CSR explores the effects of CSR on corporate financial

performance or consumer behaviour, while paying little attention to the effects it has on the
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stakeholders as the employees of the organisation (De Roeck et al., 2014). In the same way as stated
by one of the respondents
“..events that you feel you're making progress and you're making a big impact, and that

there's opportunities to say, look at what we're doing, we're really doing something big moving
which aligns with the organisation’s goals in this point in time” (14, M2).

4.7 Summary

The presented analysis and findings in this chapter support the notion that CSR activities have an
impact on employee engagement, which in turn has an impact on career satisfaction. This was
deduced after the data from the participant’s interview was analysed, with intention to explore the
influence of CSR on employee engagement and career satisfaction. Therefore, based on the findings
of this study, employee perceptions of ethical responsibility had the highest impact on employee
engagement, followed by the philanthropic responsibility. Furthermore, it is found that there is a
relationship between employee perceived CSR types and organisational CSR initiatives, which
influences employee involvement in CSR initiatives and ultimately impact organisational commitment
and performance. In light if this, the research findings, suggests that employee engagement and
career satisfaction are influenced by additional factors which have been discussed. Again, the
participants in this study shared their insights and suggested ways on how their employers could
approach or manage CSR initiatives that can result in an engaged workforce. Overall, the research
participants' experiences were based on those of people who actively participate in CSR initiatives of
each organisation. Therefore, in conclusion of this analysis, employers who implement CSR initiatives
as a business approach to responsibility will have beneficial impact on internal and external
stakeholder participation, profitable business activities, recognition, and good corporate reputation.

Subsequently, this leads to the findings discussion and conclusion provided in the next chapter.

Chapter 4: Data Analysis and Findings 73



Chapter 5: Discussion, Conclusions, and Recommendations

5.1 Introduction

In this chapter, a summary of the research findings are presented, the conclusion, and
recommendations are made based on the findings of the study. This chapter discusses the findings of
how employee involvement in the organisations CSR influences employee engagement and career
satisfaction based on the perspective of the employee. Furthermore, the discussion focuses on the
perception of employees of CSR types, CSR initiatives, employee engagement and organisational
culture, as well as the influence of CSR on employee engagement and career satisfaction and how they
are interrelated. Moreover, the also chapter discusses the propositions, limitations, and future
research opportunities in light of the study's contribution to theory, research, and practice, which

gives way for future researchers.

5.2 Overview

The influence of employee perception on employee commitment in an organisation has been
demonstrated in previous studies (Ali et al., 2010; Faroog et al., 2014; Turker, 2009; Panagopoulos,
Rapp, Vlachos, 2016). Therefore, for the purpose of exploring the perceptions of the respondents of
this study, the interview questions were based on how the respondents as employees of an
organisation perceive the CSR types, which are philanthropic, legal, ethical and economic
responsibility. This was in order to capture the respondents' sentiments and experiences accurately
in addressing the research question. Therefore, to gain a comprehensive and refined understanding
of employee's perception of the organisation's CSR, engagement in CSR activities, how it influences
organisational performance and employee satisfaction, semi-structured interviews were conducted,
and thematic analysis was used as discussed in chapter 4. The respondent’s responses were coded,

classified, and then organised into themes and sub-themes.

This chapter also discusses the findings of this study in light of existing research literature, regarding
CSR types and its effect in enhancing employee’s organisational identification, motivation, and trust,
which in turn impacts engagement and satisfaction of employees in an organisation, enabling
employees to dedicate more of their whole selves at Work (Glavas, 2016). Therefore, there are
numerous CSR factors that impact on employee engagement and career satisfaction, which makes
employees react or experience what they perceive, but for the purpose of this research study we have
focused on only a few that are relevant to the research questions that guided the study, which are as

follows:
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RQ1: How does CSR initiatives influence Employee Engagement?
RQ2: How does CSR type influence career satisfaction?

RQ3: How does Employee Engagement influence Career Satisfaction?

5.3 Key Findings and Discussion

The purpose of this study was to address gaps and contribute to existing literature regarding employee
perception of CSR at the organisational level and its influence on employee engagement and career
satisfaction. Hence, the research study focused on exploring the perception and experience of
employees from three (3) leading Australian organisations in the Manufacturing, Pharmaceutical and
Hardware industries. Furthermore, a qualitative method and design was applied to this research based
on the overarching research question: What is the impact of CSR mechanisms on employee
engagement and career satisfaction from the viewpoint of the employee? Therefore, in line with the

literature, the following discussion is contributes to answering the research questions.

5.3.1 Corporate Social Responsibility

CSR practices by leading Australian Organisations

The first objective of the study sought to explore the type of CSR activities effected by the sampled
organisations, this was achieved through a content analysis of the interview data collected from the
respondents of the three leading Australian organisations. Subsequently, the results from the analysis
showed that the type of CSR activities in these organisations were more philanthropic and ethical
targeted more towards their external stakeholders. Furthermore, in a detailed exploration of the data,
education and health were deemed to be the key priority areas among these organisations, followed
by sustainability and ethical sourcing. Even though, there were still other focus areas such as,
employment generation through career development programs, corporate ethical strategies,
environmental sustainability, sports, management policies for improvement, and CSR activities
participation. Accordingly, the study also found that, all three organisations still engages in activities
that focus on other important CSR elements, which includes the economic and legal responsibilities.
Therefore, based on the above data and findings, the research questions are discussed in line with the

literature for this study.

RQ1: How does CSR initiatives influence Employee Engagement?
Studies show that CSR is an emerging and increasingly important driver of employee engagement.

Likewise, CSR practices are linked to enhanced job performance, reduced costs due to increased
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employee retention and improved productivity (Gross & Holland, 2011). Therefore, the research
found that CSR types can influence employees and how they engaged in the organisations CSR

initiatives, hence, RQ 1 is discussed further.

Employee Perspective of CSR

The following research purpose was to examine how employees felt about CSR initiatives in the
organisations under study. Therefore, from this perspective, it evaluated how employees felt about
CSR types based on Carroll's (2016) four CSR dimensions: philanthropic, economic, legal, and ethical
responsibilities. Subsequently, at this stage, the study found that the employees' perceptions of their
organisation's CSR initiatives were favourable, as this view was supported by De Roeck and Delobbe
(2012) showing that CSR perceived positively transmits to organisational identification and also
controls organisational trust relationship. Therefore, this study suggests that employees' opinions
about the social performance of their organisation positively influence their attitudes and behaviour.
In addition, there has been some recent research detailing the relationship between employees'
attitudes and behaviours at work and their perceptions of the social performance of their
organisations. For instance, employees show a stronger commitment to their employer organisation
when they perceive it as a socially responsible company (Brammer et al., 2007; Peterson, 2004).
Therefore, perceived CSR initiatives can refers to the degree of employees’ perception about the

support provided by their employer to the CSR-related activities (Choi & Yu, 2014).

The findings therefore suggest that teams with higher employee engagement and lower active
disengagement perform at higher levels in organisations. For example, organisations that are the best
in engaging their employees achieve earnings-per-share growth that is more than four times that of
their competitors (Kular et al., 2008). However, most studies concerning CSR focus on volunteer
participation motivation and intention of the volunteer services outside the organisation, while few
focus on employees’ participation in CSR initiatives. Consequently, the respondents to this study, show
that CSR is beneficial because, as it is with customers, it improves employees’ perceptions of the
organisation. Therefore, when an organisation has CSR initiatives, employees are full of pride and
committed to the organisation. Although, past literature have occasionally discussed the effects of
employees’ perception on their participation in CSR initiatives, employees’ perceptions of
organisational CSR types are usually a mixture of personal experiences of the internal CSR and actions

that affect the external stakeholders (Prutina & Sehi¢, 2016).
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The relationship between CSR initiatives and employee engagement

There has been some research that shows there is a link between CSR and employee engagement.
According to Glavas and Piderit (2009), the impact of favourable employee perceptions of CSR on
employee engagement was bolstered by the significance of CSR types to the individual. Thus, this
research study suggests that CSR initiatives have a direct impact on employee engagement levels,
which in turn enhances an organisation's financial performance. Thus, this is similarly evident in the
study by Glavas, (2016) asserting that to show their true selves to their employer, perceived CSR has
the strongest impact on employees when it allows for them to show their whole selves at work.
Therefore, in line with existing research, the many ways that CSR impact employee engagement are

as follows:

1. CSRinitiatives allow employees to express themselves.

The study by Glavas (2016), which was published in Frontiers in Psychology, indicated a substantial
correlation between employee perceptions of CSR and employee engagement, which is aided by
authenticity. Additionally, according to Glavas' (2016) research, employees' perceptions of CSR are
most significantly impacted when they are given the opportunity to be authentic at work. Therefore,
for employees, ‘being their complete selves’ means being able to communicate about their interests
and passions that are outside of work, such as their families, spirituality, and the community (Glavas,
2016). In the same way, these CSR initiatives give respondents a chance to feel more like themselves
and more a part of the organisation, hence, this research found that respondents expressed
comfortably interest in things like community service, environmental sustainability, and philanthropic

activities that are typically reserved for after-hours participation.

2. CSRinitiatives assist employees connect with the organisation and their team.

The three (3) Australian leading organisations participating in this study made similar comments on
how CSR activities foster a culture of team building by raising employee trust and communication. For
instance, the majority of their projects are completed outside of the office, in a more informal setting,
allowing the team members to interact more personally. Similarly to the literature according to
Fapohunda (2013), stating that, collaborating to accomplish a common purpose for the greater good

also helps teams develop closer bonds (Fapohunda, 2013).

3. CSRinitiatives improves the organisation’s image.
People have a natural desire to work for an organisation they can be proud of and that has a beneficial

impact on the world. This is supported by the findings of the study which suggest that when CSR is
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incorporated into an organisation's business plan, it helps them build a reputation as socially conscious
businesses and benefits their local and global communities. Similarly, this is also supported by a study
of Brown et al., (1996), stating that employees reported better satisfaction with working for their
organisation, resulting in more engagement because of their involvement in the organisation’s

initiatives.

4. CSRinitiatives lead to better business results.

High levels of engagement boost productivity, encourage employee retention, lower absenteeism,
and increase profitability in an organisation (Lazar et al., 2010). This literature is in line with the
responses to the interview questions from participants, stating that, CSR not only increases employee
engagement but also has a beneficial effect on the community in which they operate and this
enhances the organisation's reputation. However, while there are various ways to enhance employee
engagement in a company, CSR initiatives top the list because of its potential to benefit the business,
the employees, and the community (Du et al., 2010). Therefore, for most organisations, this adds to
their CSR initiatives through the dedicated CSR involvement of their employees, and by looking into
employee volunteering solutions, it improves the ideas about how organisations want to get involved
to help find what employees are looking. Therefore, in line with the literature, that this way the right
solution for employees needs can be met to bring on better results for the organisation (Harter, 2018)

is the findings of the research drawn from the participants’ responses.

5.3.2 Employee Engagement

According to Obeidat, (2016), understanding the various experiences that influence employee, based
on the three psychological conditions of engagement, which in turn drive engagement itself, provides
organisations with the necessary insight to support organisational values, practices, and behaviours
that stimulate those employee experiences that are desirable. This study suggest that there are many
factors that facilitate or hinder employee engagement in the organisations sampled. An example from
one respondent is the acknowledgement that a high achiever may be given recognition, which may
motivate some employees, but also create a bias from others. This is similar to the study according to
Sahoo and Sahu, (2009), asserting that there are several key drivers of employee engagement that
help create a road map for achieving organisational excellence. Some of these drivers are the nature
of the work, employees can see the connection between their goals and the organisation's goals,
employees and organisational performance, career development opportunities, proud to be part of
the organisation, team member’s collaboration, and employee-supervisor relationship (Sahoo & Sahu,

2009). Therefore this position as vital to organisational commitment, performance, and productivity
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(Kim et al., 2012); (AL-Syaidh et al., 2015). Subsequently, as a result of the findings, organisations need
to understand the requirements and apply the various experiences that will help motivate and
facilitate employees being engaged and maintain engagement. In line with the literature, this leads to

discussing RQ2.

RQ2: How does CSR type influence career satisfaction?

The perception of CSR types creates positivity on all level of work engagement, and this is
characterised by vigour, dedication, absorption, which increases confidence, and in turn leads to
career satisfaction (Luthans et al., 2008). Hence, the preceding discussions based on the finding of the
research study is to help understand what employee’s perspective of the CSR types that influence the

employee’s satisfaction in the workplace.

Employee Career Satisfaction involving CSR.

Despite the existence of a wealth of theoretical and empirical study on both CSR and career
satisfaction, there is little evidence that these two topics actually cross. Additionally, there is little
research on the perceived relationship between CSR types and career satisfaction. Therefore, very
similar to an interview done by Brammer et al., in 2007, a sample of 7,412 British workers from a major
financial organisation operating in various locations all across the nation were interviewed. Using nine
items about perceived practical impartiality and training opportunities, they assessed how the public
felt about internal and external CSR (using one item about community involvement). Their findings
suggest that, there is a significant connection between employees' perceptions of internal and

external CSR and their self-reported levels of career satisfaction.

Therefore, the findings of this study suggest that, the three organisations sampled has a global market
and moves beyond just monetary donations, but toward a more strategic goal to involve their
employees in improving the environment and the community. In line with the literature, as suggested
by Porter and Kramer (2002), many corporate philanthropic programs are designed for establishing
good faith and a positive business reputation, thus improving employee morale and productivity
(Porter & Kramer, 2002). In addition, the CSR culture of these organisations is perceived to generate
a sense of belonging which enhances their employees’ self-image and provides community service
opportunities for them to discover their potential as they help influence others and bring good to the

society.

Furthermore, as stated by Lewin, (1991), IBM continuously motivates its employees to participate in
corporate volunteering and community development projects, which has successfully enhanced the

company employee career satisfaction and improved organisational optimism (Lewin, 1991).
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Therefore, Employees are the makers, as well as the keepers, of a responsible business with guidance
from top management and supported by organisational structures, because once there exists a
persistent sense of responsibility, other stakeholders become engaged to sustain that responsible
behaviour (Prutina, & Sehi¢, 2016). Moreover, Brewis, (2004) suggested that employees’ participation
in CSR and community projects has a positive influence on employees’ perceptions of the organisation.
Hence, this study found that CSR culture of the organisation is strengthened when employees agree

with the core values and beliefs of their organisation.

Organisation CSR Performance

CSR and its social, environmental, and economic elements, represent a high-profile notion of strategic
importance to organisations and its actions through sustainable practices, particularly social and
environmental which are areas that appeal to consumers, their families, and the community (Luo &
Bhattacharya, 2006). This study found that CSR in the organisations do take into consideration the
social and environmental sustainability impact as an indispensable focus and as an undeveloped area
of the sustainability. This is supported by the discussion by Gould et al.,, (2017), bidding that
organisations need to look into the underdeveloped are of CSR social and environmental sustainability

as it impacts stakeholder all round.

5.3.3 Career Satisfaction

In addition to looking at the person-environment fit when entering a career field, paying attention to
the quality of employment experiences can also boost the chances of a successful career transition
(Saks & Ashforth, 2002). In line with the findings of this research study, knowing how employees
perceive their work helps identify problematic areas within an organisation and develop alternative
solutions (Galaz-Fontes, 2002). Therefore, the study suggest that organisations should pay attention
to employees, so that they are able to have better relationships with their coworkers and supervisors,
and also have more opportunities for growth and advancement, all of which contribute to increased
career satisfaction. Thus, organisations that foster a culture of engagement can not only improve

employee performance but also enhance career satisfaction for their employees.

RQ3: How does Employee Engagement influence Career Satisfaction?

Despite the limited number of studies that have examined the relationship between perceived CSR
and career satisfaction, there is some evidence to suggest that there is a correlation between
employees' perceptions of their employers' engagement in socially responsible activities and their

levels of career satisfaction, which is not just in the case of perceived overall CSR types (Tziner et al.,
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2011), but also in the case of perceived organisational engagement in internal CSR initiatives
(Brammer et al., 2007). Hence, supporting the discussion of perceived employee engagement and

career Satisfaction.

Employee Engagement and Career Satisfaction

According to Kahn (1990), engagement occurs when employees concurrently engage in and
authentically express themselves in work-related tasks that deepen their physical, cognitive, and
emotional existence, that strengthen their connections to the role and others at work, which leads to
total self-immersion in the role's responsibilities. Additionally, Kahn believed that if the circumstances
are right, employees will exhibit certain "dimensions of themselves" while performing their duties
(Kahn, 1990). Therefore, this study findings indicates that a diversity of attitudes and attributes in the
social exchange process between employer and employees, particularly the relationship between an
organisations CSR activities and their employee participation involves commitment and may lead to
career satisfaction. Similarly, Purcell et al., (2003), contend that employee engagement is only
significant if there is a more sincere sharing of responsibility between management and employees
over important issues. Although very similar to previous studies, some contend that employees are

"engaged" if they have a favourable attitude towards work.

Employee Motivation and Organisational Commitment

In this study, quite a few of the respondents that were interviewed spoke about how their care for
others drove their engagement. For examples of such behaviour, employees cited emotional
connections with the organisation and their colleagues. Furthermore, another attribute that drove
engagement was delivering results and the desire to do so. In the same way, according to the
respondents, their perception of past performance lead them to be trusted in their ability to deliver
results, which made them feel accomplished, believed that their contributions were meaningful, made

them focus on quality, and gave them the ability to solve and resolve problems when encountered.

Consequently, an individual's commitment to a route of action is a force that is relevant to a certain
goal (Meyer & Herscovitch, 2001). In particular, affective commitment was significantly correlated
with work endeavours and performance, according to Luchak and Gellatly (2007). Hence, an important
idea in the study of organisational behaviour, organisational commitment has been the subject of in-
depth discussion and empirical analysis by several authors (Cohen, 1992; Mathieu & Zajac, 1990;
Meyer et al., 2002). Therefore, these authors studies demonstrates that, despite the fact that hiring,
and training new employees may come with both tangible and intangible costs, organisations

experienced low employee turnover rates and as a result high organisational efficiency.
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In addition, even while previous research has shown that more organisational commitment reduces
turnover, this also has been linked to higher levels of job effort, performance, organisational
citizenship behaviours, attendance, and productivity as well as lower stress and work-family conflict
levels (Meyer et al., 2002). Therefore, concerns about organisational commitment extend far beyond
employee turnover decisions, as many other types of desirable work and non-work behaviour that are
essential to the operation of the organisation, such competition, can also be impacted. On the other
hand, when emotional commitment is low, absenteeism and turnover will be high (Paré & Tremblay,
2007). Similarly, according to Deal et al., (2010), perceived employee commitment is dependent on
the level of organisations concern for the community and environment. Consequently, the higher
employees evaluate the corporate citizenship for their organisation, the more dedicated they will be
it. Hence, this research found that organisational commitment is influenced by factors such as career
satisfaction, fair treatment, opportunities for growth and development, and alignment of personal
and organisational values. In line with the literature, this leads to high levels of organisational
commitment which are associated with increased career satisfaction, lower turnover, and better

performance.

Career development

A person must feel appreciated and recognised in order to develop an engagement plan of action,
suggests Stoyanova and lliev (2017). Therefore, career growth satisfies employees' need to advance
and improve, which lessens their desire to quit the organisation. This also helps the company retain
talented people and lower the cost of turnover (Stoyanova & lliev, 2017). In line with literature
according to Kaur's research in 2017, an employee's intention to leave or stay with an organisation is
primarily influenced by how engaged they are. Hence, employees are more likely to become loyal and
stay with an organisation when it provides professional growth opportunities (Stoyanova & lliev,

2017).

This study found that most of the employees of the organisations sampled had a career development
plan and the organisations made effort to understand their employees' long-term career goals,
encouraged the employees to access opportunities available and offer the employees time and space
to upskill. Additionally, career development was seen as a key aspect of employee engagement,
therefore, when employees feel that they are growing professionally and are given opportunities to
advance, they tend to feel more satisfied with their jobs and more invested in their work. Hence, this
was found to successfully help employees navigate occupational options to choose and train for the
roles they perform or that which suits their personality, skills, and interests within the organisation.

Similarly, as organisations continue to invest heavily in training and development, it is crucial to
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understand how employees perceive these development practices and how they influence their
performance (Kasdorf & Kayaalp, 2022). In light of the literature, career development was found to be
a link between an individuals’ drive and motivation which increases employee productivity. Therefore
this findings of this study suggest that by organisations providing opportunities for employees to
develop their skills and advance their careers, they can create a more engaged and motivated
workforce, which can lead to improved productivity, higher employee retention, and a more positive

work environment.

Benefit of engaging in CSR activities

Corporate Social responsibility, an important factor which is seen to positively impact Employee
Engagement (Ali, & Ali, 2011), has the potential benefits of employee participating in CSR activities
that both increase engagement and commitment to the organisation. Additionally, it has an impact
on the responsible way of organisations doing business. Therefore this gives meaning to employee’s
everyday tasks, and better the reputation of the company that attracts new talent with similar values
to further help develop and embed CSR values into the organisational culture (Slack et al., 2015). The
study found that CSR types, including employee engagement, has the capability of giving an
organisation the reputation of owning good CSR initiatives that help them achieve results and highly
engaged employee through adopting the mechanisms that will help them achieve good performance
and growth. Therefore, based on the study findings, there are several benefits of an organisation
engaging in CSR activities, such as: improved reputation and employee satisfaction, increased
customer loyalty, access to new markets and partnerships, compliance with regulations and social
expectations. Overall, CSR activities can have positive impacts on a company's bottom line, while also

contributing to society and the environment.

5.4 Additional Factors Influencing Employee Engagement and Career Satisfaction

Employee Engagement in the organisation

In order to attract and retain employees, organisations use employee engagement. According to
Albrecht et al., (2015), engagement enables employees to develop and proudly display enthusiasm,
passion for work, and become dedicated to helping the organisation achieve its goals and objectives.
Employees in organisations are generally motivated by responsibilities that are challenging which
helps employees identify a sense of purpose and provide opportunities for learning and growth.
Empowered employees tend to develop creative minds that stimulate innovative initiatives (Albrecht,
et al. 2015). If is noted that organisations are serious about fulfilling their missions and achieving long

terms objectives, they must be determined to grasp the understanding of employee engagement
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(Macey & Schneider, 2008) The findings in this study suggest that if employees are excluded from the
decision-making process of organisations, it tends to affect the way they work, which risk failure, or
sometimes can lead to employees feeling disconnected from their organisation. As stated by some of
the respondents from the interview, they commented on the fact that a highlight and excitement for
them as employees participating in the organisations CSR could be attributed to these three (3)

factors:

(a) Employee participation in the strategic decision-making processes initiated by the employer which

affects the organisation as a whole
(b) Communication line is well established and effective, throughout the organisation and

(c) Employee equality in professional development, which is, informing employees of available

opportunities to express interest which might enhance of career progression.

Although, to affect these suggestions, it requires a change in organisational culture from a top-down

management system to incorporate a more dispersed style (Kim, 2000).

5.5 Contribution to research and theory

This research contributes to the area of CSR, CSR types and CSR initiatives as it relates to and effect
employee engagement and employee career satisfaction. Furthermore, Kahn (1990), found that
engagement is influenced by multiple factors through the three conditions of engagement.
Subsequently, Kahn identified influences related to employee such as the organisation’s culture and
organisational commitment (Kahn, 1990). Therefore, this study also contributes to employee
engagement and the attributes of an employee’s sense of meaning and purpose at work as being the
most important resource for an organisation to remain competitive in the current business world.
Furthermore, the study also contributes to the body of works in academia that relates to employee
engagement influence on career satisfaction, when employees are fully engaged at work. Hence, there
is further opportunity to explore the distinct factors that were revealed to influence the requirements
of employee engagement. Additionally, the findings suggests that the different internal and external
factors that influence organisations involvement in CSR needs to be enhanced so that it contributes

to the theory in the research and practical implications.

Practical Implications
This study has three practical consequences. First, the assessment of the literature gives academics
and professionals a thorough road map of the underlying assumptions that gives way to employee

engagement. In particular, this study explored the influence of CSR types on employee engagement
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and career satisfaction, and then relationship between employees’ perception of CSR initiatives
engagement in the workplace. For instance, the internal CSR that enhances career satisfaction and
organisational performance. Therefore, in addition to the research and theory contributions of this
study, there are a number of practical implications for organisations. Firstly, CSR initiatives has
influenced not only the performance of the organisations, but also employee work attitudes and
outcomes. Consequently, instead of evaluating the effect of CSR, the study has explored the influence
CSR types has on employees’ commitment, and work attitudes. Furthermore, this study suggests that
organisations should consider putting their focus on the organisational beliefs, culture and CSR

activities, which may bring about new and positive results for them and their employees.

Having established the large role employee’s play in the organisations CSR initiatives, their
involvement in CSR activities should not be overlooked. Therefore, the employee’s role are important
in the implementation of organisation’s CSR; where their perception of CSR initiatives will influence
their subsequent work outcomes. Accordingly, the findings suggest that management should continue
emphasising the role of employees in CSR activities, by effectively engaging employees in their CSR

activities. As a result of the findings, CSR can be viewed as an investment rather than as a cost.

The conceptual framework developed through this research enables the insights gained and explained
in sections 5.3, and the research framework proposed which gives a graphical representation of the
connection and influence of CSR on employee engagement and career satisfaction. Finally, an
alteration to the conceptual framework was established after the analysis of the collected data as
shown in Figure 5.1 below. Furthermore, the revised framework suggests that in the long run, the
perceptions of employees, how they feel and how they understand their organisation CSR initiatives
are the things that influences their engagement at work and ultimately leads to their career
satisfaction. In the same stance, the way employees are engaged in the organisation or workplace

influences the levels of satisfaction they derive from the job they engage in.
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Figure 5. 1 Conceptual Framework Revised

Corporate Social Responsibility, Employee Engagement and Career satisfaction

5.6 Contributions to Practice

Practical evidence from this study shows that employees in organisations that are socially responsible
have a higher level of emotional commitment to the organisation. Hence, one of the reasons for this
being that, employees who perceive their organisation positively are more likely to commit affectively
to that organisation (Chung & Yang, 2016) as mentioned earlier in chapter two (2), the literature
review of this study. Therefore, the findings of this study suggests that employee perceptions of their
organisation’s CSR initiatives and their personal beliefs concerning ethics and social responsibility do
have an effect on their engagement and satisfaction at work. Most importantly, what this narratives
could mean for employer and employees is centred on a bigger question, which is whether or not
engagement equates to satisfaction, is the correct way of about the way CSR initiatives engages

employees.

5.6.1 What this means for employers and employees wanting more for their organisations?
Both employers and employees typically have a desire to see their organisations grow and succeed.
Employers may aim for increased profits, market share, or improved efficiency, while employees may

seek career advancement, better pay, and a positive work environment. These common goals often
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drive both parties to work together to achieve the best outcomes for the organisation. Therefore, CSR
initiatives for employees empowers them to leverage corporate resources at their disposal to do well.
Likewise, being a company that is socially responsible can strengthen their corporate image and
advance its brand. Hence, these research found that CSR programs implemented in organisations can
improve employee self-esteem at work and lead to better productivity, which in turn can have a great
impact on the profitability of the organisation. Furthermore, businesses increase retention of
consumers and their loyalty when implementing CSR initiatives, giving them the opportunity to stand
out in comparison to their competitors, which is due to the recognition they have created of a positive

outstanding brand.

Employee Motivation increases

As earlier discussed in this study, CSR is a tool that effectively increases employee engagement. Hence,
organisations can attract employees willing to make a difference in society and at the same time earn
an income. Therefore, larger organisations have strength in their numbers, and with employee
collective efforts, they can achieve considerable results, which may increase morale in the workplace
and productivity. For instance, according to a Harvard Business review (2013) report, almost seventy
(70) % of employees comment that they would not work for a company if it did not have a strong
purpose (Harvard Business Review, 2013). Therefore, employees that worked in companies that have
a strong sense of purpose, were stated to be more motivated, inspired, and loyal which were about
ninety (90) % and finally ninety-two (92) % of employees who worked in a company that practiced CSR
stated that they would likely recommend their employer to those who are looking for jobs within their
network (Harvard Business Review, 2013). Consequently, the same goes for when an organisation
offers career growth to its employees, the employees are more likely to become dedicated and stay

on with the organisation (Stoyanova & lliev, 2017).

Stakeholders are important

When a company embraces CSR, this goes a long way to attract and retain customers, this is an
essential aspect to the long-term success of the company. Additionally, those who understand the
elements of organisational profits will focus on social functions that are beneficial, hence, willingly
make good payment for commodities. Hence, organisations can also see their base traffic increase
when they are willingly committed to their local community and supporting the cause. For example,
according to a review by Aldarmaki, (2022), banks that dispense loans to low-income households are
quick to see an increase in their business as a direct result. Hence, in ensuring the success and

sustainability of an organisation, stakeholders as a vested interest in organisations outcomes, can
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influence and be influenced by the decisions and actions of the organisation. Therefore, effective
communication and management of stakeholder expectations is crucial in achieving goals and

maintaining positive relationships.

Customer Loyalty and Community Support

CSR works as a leverage for organisations and customers equally, making a positive impact on the local
and global populations. Thus, those businesses who implement CSR initiatives that is aligned with their
beliefs have the prospect of increasing their customer retention and loyalty. Furthermore, according
to Lee and Cho (2019), a research done by Cone Communications in 2017 has shown that eighty (87)
% of customers in American are more than likely to buy products from a company that promotes a
subject they have passion for, and seventy-six (76) % would not purchase products if they realise that
a company support was for a cause contrary to their beliefs (Lee & Cho, 2019). Hence, this study found
that customer loyalty towards a brand or company that they regularly purchase products from is often
cultivated through high-quality products, exceptional customer service, and consistency. Likewise,
community support, on the other hand, which is the extent to which a company is involved in and
supportive of the community it operates in, such as through charitable donations, volunteering, and
community outreach initiatives, brings about customer loyalty that can positively impact the

company's reputation and bottom line.

5.7 Conclusion
The evidence presented in the study has shown that there is a strong connection between CSR

employee engagement and career satisfaction. Therefore, CSR is a crucial subject and management
strategy. Additionally, according to several studies, businesses who participate in CSR programs and
initiatives have advantages like favourable consumer view, boosting brand awareness and loyalty,
exemption from governmental requirements, and general commercial success. However, the focus of
this study was exploring how employee engagement and career satisfaction are impacted by
corporate social responsibility in leading Australian organisations. Finally, the study revealed that
these leading organisations, primarily engaged in charitable CSR initiatives and programs that tended
to benefit the organisation's external stakeholders. Hence, by prioritising employee perceptions and
establishing how a good perception of CSR activities affects the employee's level of engagement at
work and overall career satisfaction, the study advances our knowledge of CSR types and initiatives.
Thus, it is evident from this study that companies seeking to enhance both employee engagement and
overall organisational performance can do so through efficient and effective CSR programs, which

foster high levels of commitment and promote career satisfaction.
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5.8 Future Research Proposition

Many factors, including the working environment and reward, have an impact on employee relations
and professional behaviour in an organisation. Therefore, CSR initiatives is a motivating factor that
enables employees to display a strong and positive relationship to their organisation and to be highly
invigorated in their work, which also provides dedication to work and, as a result, career satisfaction.
In light of the literature, according to Macey and Schneider (2008, p. 12), "real identify with work
shows an 'authenticity,' which causes people to connect with work and tackle challenging situations
(i.e., the engagement behaviour). Therefore, employee growth and productivity come from the
experience of being psychologically present in the work - that the work is a part of one's

identity" (Macey & Schneider, 2008, p. 12).

The research proposal outlines the significance of organisation's participation in socially responsible
activities as well as the perspectives of the one important stakeholder group: employees. It suggests
that businesses can intentionally use their CSR portfolio to foster employees' positive work attitudes,
going above and beyond the potential benefits of simply having a sound human resources strategy
(Brammer et al., 2007). Therefore, the influence of CSR on engagement based on the social exchange
theory (SET) and the different levels of engagement among employees were explored to address the
research questions. Furthermore, in the workplace, this means that employees are more likely to be
engaged when they perceive that their efforts are rewarded, and when their workplace relationships
are positive and supportive. Moreover, this study may serve as a foundation to carry out further
research studies in diverse industries and open new avenues of research related to CSR and employee
engagement in organisations. Finally, examining the contributions of the CSR dimensions, this
proposition may help management customise a selection of organisational policies and programs to
widen perceived CSR initiatives and subsequently improve employees’ attitudes (Lin, 2010). In light of
this, the following propositions are made which have been developed from the themes identified in

this research study.

5.8.1 Proposition 1: CSR initiatives impacts Employee Engagement

The findings in this study show that CSR initiatives does influence employee engagement through

organisational identification, organisational commitment, and relevance at work.

CSR Influence on Employee Engagement
The study objective was exploring how employee perceptions of CSR impacted on employee

engagement. After reviewing the responses of respondents on employee perceptions of CSR in the
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three (3) Australian leading organisations for this study, and through thorough analysis of existing
literature, the study suggests that employee perceptions of the philanthropic, economic, legal, and
ethical CSR, has a significant impact on employee engagement. The results from of the data analysis
also shows that the CSR four (4) dimension significantly effects employee engagement, and that
employee perception of philanthropic and ethical CSR was greater than the other CSR dimension,
Therefore, employees who have a positive perception of their organisation’s CSR activities are likely

to be more engaged in their work.

5.8.2 Proposition 2: CSR types of influences Employee Engagement and Career satisfaction
CSR has been found to influence career satisfaction through employee perceived organisational

support, enthusiasm, reputation, and dedication to work.

CSR influence on Employee Engagement and Career Satisfaction

The study examined how employees' perceptions of CSR affected their career satisfaction. Again, the
analysis implies that employee perception of the CSR will greatly affect employee career satisfaction
based on the body of existing studies. Furthermore, it also found that all the four CSR dimensions or
types perceived by employees, ethical responsibility had a strong motivation for career satisfaction,
meaning that an employee’s value it places on the organisation’s ethical behaviour is generally
expected to build up their level of satisfaction in the organisation. Subsequently, this was followed by
philanthropic CSR, which evaluates the company’s discretionary behaviour when it comes to their
relationship with external stakeholders. Hence, employees who are fully engaged at work are
dedicated and committed to the organisation and protecting their corporate image as an obligation

to the organisation.

5.8.3 Proposition 3: Employee Engagement influences Career Satisfaction

Employees engage in organisations CSR activities with the view of paying back their organisation,
which is one of the drivers of obligation towards the organisation, which can ultimately lead to their
satisfaction in the workplace. Therefore, this provides insights for future researchers interested in the

area of employee engagement and career satisfaction.

Employee Engagement Influence on Career Satisfaction
The study sought to explore the influence of employee engagement on career satisfaction and based
on the study findings in combination with findings from preceding studies, it suggests that career

satisfaction is significantly affected by employee engagement (Obeidat, 2016). Consequently, this
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study shows that career satisfaction is considerably increased through employee engagement, thus,
meaning that employees of an organisation who are very satisfied in their job are likely to exhibit a

high level of work commitment and remain with the organisation for the long-term.

5.9 Research Limitations

Since this research study only utilised three (3) organisations and a handful of employees, it would be
useful to conduct more studies using a bigger cohort and more organisations concerning the impact
of CSR initiatives on employee engagement and career satisfaction. Hance, as with any research, this
study has some limitations as the current study only reflects the perceptions of employees and not
the actual CSR initiatives that the organisation engages in. in addition, it is also possible that some the
participants were not aware of the CSR initiatives that their organisations contribute to, hence this is
a limitation. Likewise, as the study did not look at the outcome of external CSR initiatives, this also

adds to the limitation.

Therefore, it was assumed that the respondents provided accurate and genuine responses to the
interview questions. On the contrary, there is a possibility that the data provided was inaccurate.
Hence, regardless of whether the perception was accurate or incomplete, the employee nevertheless
replied, since studies that are based on observable individual perceptions frequently experience this.
Regardless of how accurate the employee view is, Social Identity Theory (SIT) contends that employee
perception is more significant than any other social performance indicator when it comes to
organisational commitment (Peterson, 2004). Furthermore, the study samples were a small number
of managerial representatives which is another drawback. Additionally, the employees interviewed
do not really represent all employees of the organisation because they were primarily team members
and small in number. There is also a possibility that people from various backgrounds view the
organisation differently and are more or less committed to it. Altogether, the final limitation is the
sample size, where purposive sampling produces relatively few samples according to Teddlie and Yu
(2007). Hence, the sample size for the study was determined by the number of respondents. On the
contrary a larger sample size would have made it possible to gather data in-depth rather than in a

generalised way, opening up possibilities for additional research in this field.

5.10 Future Research Recommendations

This study encourages future researchers to test the proposed research model with different
organisations, industries, and cultural contexts to improve the generalisability of the study results.
Furthermore, it would be useful to look for the changing nature of the relationship between CSR and

employee engagement over time due to fluctuating business environment and the performance of
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organisations. Consequently, future studies could involve more businesses, as well as employees from
other regions or job positions inside various businesses. Moreover, majority of the study participants
were local residents who worked in the same area of the sampled organisations. In light of this, since
CSR is a global phenomenon with diverse cultural and organisational effects, a comparable study might
be carried out to examine these elements in different areas and countries. Thus, this could provide
more insight on how employees as key stakeholders of their organisation evaluate or perceive CSR
activities carried out by their organisations and its influence on their satisfaction levels as well as their

engagement to work.

Considering the study findings, it is advised that management and those who start CSR activities at an
organisation consider the potential of the initiatives that affect employees and their subsequent
behaviour towards them. More importantly, management executives should make an effort to involve
employees in the development of CSR programs since doing so can encourage them to show the
greatest amount of support. Therefore, the social exchange theory, based on the reciprocity principle,
can be used to theoretically explain this point, where employees are more likely to display significant
altruistic behaviours towards the organisation's endeavour to attain its aims and objectives in the

short and long term when they are actively involved in the development of CSR initiatives.

5.11 Summary of Key Findings and Chapter Summary

Summary of Key Findings

This study explored the perception of employee as it relates to their organisational CSR influence on
employee engagement and career satisfaction based on the research questions. In the process, the
outcome using a qualitative approach was found to address the gap related to employees’ perception
and experiences in CSR that influence their engagement and satisfaction. Thus, the study specifically
looked at the CSR types and activities carried out by the sampled organisations, the employee
perceptions of CSR initiatives, the impact of CSR on employee engagement and career satisfaction,
and the impact of employee engagement on career satisfaction. Likewise, it also addressed the gap in

the literature concerning the many engagement-related factors that affect the employee experiences.

This study examined employees' perceptions of CSR types and activities, how that affects their
engagement in CSR initiatives and their overall commitment to the organisational performance. Thus,
the internal and external CSR, organisational culture, and the construct of employee engagement
were explored. Furthermore, the study discussed the employee’s personal beliefs regarding ethics and

social responsibility and its relationship with the employee’s organisational commitment. Again, the
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study used semi-structured interview process, where the participants of the study were employees of
the selected organisations. In addition, the participants presented as a diverse sample that

represented various industries, positions and work experience.

Chapter Summary

According to Saks (2006), one method for people to give back to their organisation is through their
participation level. In other words, depending on the resources provided by their employer,
employees will choose to engage to differing degrees. As earlier demonstrated by the work of Kahn,
bringing oneself more fully into one's professional roles and investing higher quantities of cognitive,
emotional, and physical resources is a very profound manner for individuals to respond to an
organization's actions (1990). Therefore, employee engagement is more likely to be exchanged for

resources and benefits offered by their employers.

In summary, SET provided the theoretical framework of this study that explored why employees
choose to become more or less engaged in their work and organisation. Likewise, according to Kahn's
definition of engagement from the 1990s, workers feel obligated to invest more of themselves in their
work and performances as recompense for the resources received from their organisation. Employees
are more likely to disengage from their jobs when an organisation fails to provide these services.
Therefore, the financial and socio-emotional resources that employee receives from the company may
affect how much mental, emotional, and physical effort they are willing to put into carrying out their
duties. Therefore, it is evident from this study that employees’ perception of their organisational CSR
has noticeable effects on employees’ engagement relating to work outcomes and career satisfaction.
Employees as the primary stakeholders of an organisation and their perception of CSR influencing their
work outcomes in the organisation, should be supported by management and CSR activities should be
incorporated to benefit both the organisation and their employees. This study suggests organisation
should have active CSR programs which include not only shareholders, but also all stakeholders as this
can lead to career satisfaction and organisational commitment. Finally, when companies engage in
CSR activities, such as charitable giving, sustainability initiatives, and community outreach programs,
this can foster a positive workplace culture and increase employee morale. Thus, this in turn, can lead
to higher levels of engagement and a greater sense of purpose for employees, which can enhance

career satisfaction.
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Appendices

Appendix A — Research Ethics Approved Documents

QUT PARTICIPATE IN RESEARCH

Information for Prospective Participants

Corporate Social Responsibility, Employee Engagement and Career Satisfaction

Research team contacts

Principal Researcher: Olajumoke F. Olayemi M. Phil student
Associate Researchers: Assoc. Prof. Erica French Principal Supervisor
Dr. Jannine Williams Associate Supervisor

Faculty of Business and Law, Queensland University of Technology (QUT)

What is the purpose of the research?

The purpose of this research is to explore corporate social responsibility, employee engagement and career
satisfaction and its influence. The study involves using academic articles and interviewing employees of an
organisation to further the research project.

Are you looking for people like me?

The research team is inviting employees of the organisation to voluntarily participate in this research.

What will you ask me to do?

Your participation will involve an audio recorded interview face to face or via Zoom, this will take approximately
40-60 minutes of your time, where question relating to the research topic will be asked.

Are there any risks for me in taking part?

The research team does not believe there are any risks beyond normal day-to-day living associated with your
participation in this research.

It should be noted that if you do agree to participate, you can also withdraw from participation in the research
project without comment or penalty.

Are there any benefits for me in taking part?

It is expected that this research project will not benefit you directly. However, the potential benefit of this research
will include contribution to the body of knowledge from the findings based on the data collected from participants
and maybe the organisation of this study. The research aims to explore each type of CSR and its activities the
organisation engages in, with a better understanding of CSR influence on employee engagement that enables
individuals experience an increase in their overall sense of career satisfaction.

Will | be compensated for my time?

No, but we would very much appreciate your participation in this research.

Who is funding this research?

The research project is funded by the Research Training Scheme (RTS) funding offered under the QUT Master of
Philosophy program; however, they will not have access to personally identifying information about you that may
be obtained during the research project.
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| am interested — what should | do next?

If you are interested in participating in this study, please contact:
Olajumoke F. Olayemi jummy.olayemi@hdr.qut.edu.au

You will be provided with further information to ensure that your decision and consent to participate is fully
informed.

Thank YOU.’ QUT Ethics Approval Number: 4805
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Sample email to target Organisation

Subject Title: Corporate Social Responsibility, Employee Engagement and Career Satisfaction

Dear Sir/Madam,

My name is Olajumoke F. Olayemi, (preferred name Jummy). | am a Master of Philosophy student at
the Queensland University of Technology (QUT) under the School of Management. My thesis focuses
broadly on corporate social responsibility (CSR) and aims at investigating its influence on employee
engagement and career satisfaction from the perspective of an employee’s involvement in the
organisation’s CSR activities. | would like to interview the employees of your organisation for the
purpose of collecting data for my research study.

As the senior executive of your organisation, | would like to request a consent letter to be issued that
would formally allow me to approach and interview the employees of your organisation. The
participants will be asked some questions that are relevant to CSR activities of the organisation and
their perception of CSR and its influence. The insight gained will be valuable in assessing the influence
CSR has on employees being engaged in the organisation and satisfaction in their career. The
participation may not benefit the interviewees directly, but it is expected to provide insights in terms
of whether CSR activities has an influence on employee engagement and career satisfaction in an
organisation.

Please note that their participation in the study is entirely voluntary. If they wish to participate, they
will be interviewed once, via Zoom at a time of their choice and the interview may take approximately
30-40 minutes. | hope your organisation employees will be available for an interview and they can be
a part of this project with an opportunity to talk to them soon.

As an expression of my sincere appreciation, a summary of the findings will be emailed to the
individual participants. Please view the attached Flyer, Participant Information Sheet and the Consent
Form for further details.

Please note that this study has been approved by the QUT Human Research Ethics Committee
(approval number 4805).

Thank you in advance for your consideration of this request.

Kind Regards,

The Research Team

Name Position Email
Jummy Olayemi Principal Researcher jummy.olayemi@hdr.qut.edu.au
Associate Professor Erica French Principal Supervisor e.french@qut.edu.au
Jannine Williams Associate Supervisor jannine.williams@qut.edu.au
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Sample Email to Participants for interview

Subject: Corporate Social Responsibility, Employee Engagement and Career Satisfaction
Dear: “Participant”

My name is Olajumoke F. Olayemi, preferred name Jummy. | am currently doing a Master of
Philosophy at the Queensland University of Technology (QUT). My research study focuses on the
influence of corporate Social Responsibility (CSR) on Employee Engagement and Career Satisfaction in
employees of the organisation. This research project aims to interview employees of an Australian
Manufacturing company for the purpose of collecting data for my study.

| would like to invite you cordially to participate in an interview process to share your views and
experience in CSR activities and your involvement in the organisation, its influence on employee
engagement and career satisfaction. Please note that permission to approach you has already been
obtained from your organisation. The insights you provide will be of value in reviewing the research
topic. Your contribution may not benefit you directly, but it is projected to find out if employees’
engagement in CSR activities are beneficial to the organisation and whether this leads to career
satisfaction of employees.

Participation in the study is completely voluntary and if you wish to participate, you will be interviewed
once via Zoom or face to face, at a time of your choice. The interview will take approximately 40-60
minute. As an expression of sincere appreciation, a summary of the findings will be emailed to you
once the process is concluded.

If you are interested in participating in this study or have any question, please contact me via email.
Please also view the attached Participant Information Sheet and the Consent Form for further details.
| am hoping that you can be a part of this research project and certainly have the opportunity to talk
to you soon.

Please note this study has been approved by the QUT Human Research Ethics Committee (approval
number 4805). Thank you in advance for your consideration of this request.
Kind Regards

The research Team

Name Position Email

Olajumoke Olayemi Principal Researcher jummy.olayemi@hdr.qut.edu.au
Associate Professor Erica French ~ Principal Supervisor e.french@qut.edu.au
Associate Supervisor Associate Supervisor Jannine.Williams@qut.edu.au

Appendices 123


mailto:jummy.olayemi@hdr.qut.edu.au
mailto:e.french@qut.edu.au
mailto:Jannine.Williams@qut.edu.au

PARTICIPANT INFORMATION FOR QUT RESEARCH PROJECT

— Interview —

Corporate Social Responsibility, Employee Engagement and Career Satisfaction

QUT Ethics Approval Number 4805

Research team

Principal Researcher: Olajumoke F. Olayemi MPhil. student
Associate Researcher(s): Assoc. Prof Erica French Principal Supervisor
Dr Jannine Williams Associate Supervisor

School of Management /Faculty of Business and Law
Queensland University of Technology (QUT)

Why is the study being conducted?
This research project is being undertaken as part of a Master of Philosophy study for Olajumoke F.
Olayemi (Jummy).

The purpose of this project is to explore the influence of corporate social responsibility (CSR) on
employee engagement and career satisfaction. The study involves using academic articles and
interviewing employees of the organisation to further my research. Hence, exploring CSR activities
and its impact from the perspective of the employer and employee as stakeholders.

You are invited to participate in this research project because | believe you have the knowledge and
experience which will be suitable to answer the interview questions.

What does participation involve?

Your participation will involve an interview via Zoom or face to face that will take approximately 40-
60 minutes of your time at an agreed location that ensures privacy of participant. You may have an
audio recorded interview session.

You will be asked questions relevant to corporate social responsibility, employee engagement and
career satisfaction. For example:

1. What aspects of Corporate Social Responsibility (CSR) type influence employees’ perceptions
of their employer?
How do these CSR factors influence employee engagement?
What CSR activities does the organisation participate in?
How does CSR activities impact on career satisfaction among employees in the organisation?
How does employee engagement influence career satisfaction?
What is the nature of CSR activities that have an impact on employee engagement?

oukwnN

Your participation in this research project is entirely voluntary. If you do agree to participate you can
withdraw from the research project without comment or penalty. You can withdraw anytime during
the interview. If you withdraw within 2 weeks after your interview, on request any information already
obtained that can be linked to you will be destroyed. Your decision to participate or not participate
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will in no way impact upon your current or future relationship with QUT or your work organisation.
You can request to review a recording of the interview after it has been concluded.

What are the possible benefits for me if | take part?

It is expected that this research project will not benefit you directly. The outcomes of the research are
aimed at finding out whether employee engagement is impacted by corporate social responsibility
and the career satisfaction of employees which may benefit your organisation and the body of
knowledge. You can request a summary of the outcomes of the study by February 2022, indicating
this on the consent form and providing an email address.

What are the possible risks for me if | take part?

The research study is considered low risk. There are no associated risks beyond normal day-to-day
living associated with your participation in this research project. Except the inconvenience of your
taken time to be interviewed. You will be asked to share your views and experience on CSR activities
by the organisation and how your engagement impacts on career satisfaction. There are no
foreseeable risk of economic, legal, and social harms. There is also no foreseeable risk of your physical
injury or psychological harm.

Potential for coercion of you to take part in the research will be mitigated through the recruitment
process by allocating sufficient time and thorough explanation of the study, which will give you
sufficient time to consider the information before making a decision on participating in the research.
The data collected and your identity will be kept confidential, to reduce any inconvenience, you will
be interviewed at the time of your convenience. Prior to commencing the interview, you will be
informed of the general nature of the study, the purpose of data collected, approximate duration of
the interview, probable outcomes and the expected benefits. Contact details of the QUT Ethics Office
is provided at the end of this document in case you can raise relevant concerns (if any).

In case of any discomfort, you will be directed to Lifeline counselling 13 11 14 for Crisis Support.

What about privacy and confidentiality?

All comments and responses are anonymous i.e., it will not be possible to identify you at any stage of
the research, because personal identifying information is not sought in any of the responses.

Any personal information that could potentially identify you will be removed or changed before files
are shared with other researchers or results are made public. The information that will be removed
includes, place of work and occupation.

Any data collected as part of this research project will be stored securely as per QUT’s Management
of research data policy. Data will be stored for a minimum of 5 years, and can be disclosed if it is to
protect you or others from harm, if specifically required by law, or if a regulatory or monitoring body
such as the ethics committee requests it.

As the research project involves an audio recording:

e  You will not have the opportunity to verify your comments and responses prior to final inclusion.

e The recording will be retained for the minimum retention period of 5 years after the last
research activity.

e  The recording will not be used for any other purpose.

e  Only the named researchers will have access to the recording.

e ltis possible to participate in the research project without being recorded.
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Every effort will be made to ensure that the data you provide cannot be traced back to you in reports,
publications and other forms of presentation. For example, we will only include the relevant part of a
quote, we will not use any names, or names will be changed, and/or details such as dates and specific
circumstances will be excluded. Nevertheless, while unlikely, it is possible that if you are quoted
directly your identity may become known.

All data collected will be stored securely and every effort to protect confidential material will be made.

How do | give my consent to participate?

We would like to ask you to sign a written consent form (enclosed) to confirm your voluntary
agreement to participate. Please return the signed consent form via jummy.olayemi@hdr.qut.edu.au
What if | have questions about the research project?

If you have any questions or require further information, please contact one of the listed researchers:

Position Name Email

Principal Researcher Olajumoke F. Olayemi jummy.olayemi@hdr.qut.edu.au
Principal Supervisor Assoc. Prof. Erica French e.french@qut.edu.au

Associate Supervisor Dr. Jannine Williams jannine.williams@qut.edu.au

What if | have a concern or complaint regarding the conduct of the research project?

QUT is committed to research integrity and the ethical conduct of research projects. If you wish to
discuss the study with someone not directly involved, particularly in relation to matters concerning
policies, information or complaints about the conduct of the study or your rights as a participant, you
may contact the QUT Research Ethics Advisory Team on +61 7 3138 5123 or email
humanethics@qut.edu.au.

Thank you for helping with this research project. Please keep this sheet for your information.
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CONSENT FORM FOR QUT RESEARCH PROJECT
— Interview —

Title of research project:
Corporate Social Responsibility, Employee Engagement and Career Satisfaction

QUT Ethics Approval Number 4805

Research team

Name Position Email
Ms Olajumoke F. Olayemi Principal Researcher jummy.olayemi@hdr.qut.edu.au
Assoc. Professor Erica French ~ Principal Supervisor e.french@qut.edu.au
Dr. Jannine Williams Associate Supervisor jannine.williams@qut.edu.au

Statement of consent
By signing below, you are indicating that you:

Have read and understood the information document regarding this research project.
Have had any questions answered to your satisfaction.
Understand that if you have any additional questions, you can contact the research team.

Understand that you are free to withdraw up to 2 weeks after the interview without comment
or penalty.

Understand that if you have concerns about the ethical conduct of the research project you can
contact the Research Ethics Advisory Team on +61 7 3138 5123 or email
humanethics@qut.edu.au.

Understand that the research project may include an audio recording.
Understand the security and confidentiality of my personal information
Understand that the research may not be of direct benefit to me

Agree to participate in the research project and it is completely voluntary

Please tick the relevant box below:

[ ]1agree for the interview to be audio recorded.

|:| | do not agree for the interview to be audio recorded.

Name

Signature

Date

Please return the signed consent form to the researcher via jummy.olayemi@hdr.qut.edu.au
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Appendix B — Interview Protocol

Interview Protocol

Title: Corporate Social Responsibility, Employee Engagement and Career Satisfaction

Date:
Time of Interview:
Interviewer:

Interviewee:

The interview starts with:

e Introduction of interviewer

e Explain the purpose of the study

e Describe the interview structure

e Consent form and confidentially agreement, which includes project description
e Reminder: this is an exploration and there are no right or wrong answers

e Thank participant in advance

Start the digital recording device

The following are examples of questions asked:
A. Background of Interviewee

e How long have you been working for this organisation (years)?
e Can you briefly describe your primary position and role in the organisation?

B. Section 1 — Corporate Social Responsibility

Can you give me a brief overview of the Organisation?
i What do you understand by the term "corporate social responsibility (CSR)”?
ii. How would you describe a socially responsible organisation?
iii. What are your views on CSR culture within an organisation?

iv. What type of CSR activities does the organisation engage in?

V. How does these CSR activities impact on employee’s behaviour, attitude, and
performance in the workplace?

Vi. What is the importance and benefits of engaging in these CSR activities?

vii. How does engaging in your organisation CSR activities at work influence your

behaviour outside work?
viii. What aspects of the organisation CSR influences your perception of your employer?
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C. Section 2 — Employee Engagement

What is your understanding of employee engagement?
i.  What is the importance of employee engagement in an organisation?
ii. How would you describe your overall engagement in the organisation?
iii. How does the organisation engage employees in CSR activities?
iv.  What measures does the organisation use to determine CSR initiatives for engaging

employees?

V. How does the organisation monitor and keep employees updated on CSR activities?
vi.  What ways does CSR initiatives make you feel more connected to the organisation?
vii. How would you describe your experiences engaging in CSR activities to support the

organisation’s goals and objectives?
viii. What does your organisation do to encourage continuous engagement in its CSR
activities?

D. Section 3 — Career Satisfaction

How does the organisation provide employees opportunities in career development?
i How are you empowered in your current role?
ii. How does the organisation encourage employees to develop their careers and skills?
iii.  What challenges do you encountered in professional development in the workplace?
iv.  What are the qualities of the organisation that makes it a good and rewarding workplace?
V. How does CSR activities boost your commitment at work?
vi.  What internal and external CSR initiatives enhance your satisfaction in the workplace?
vii. What affects employees’ interest or lack of interest in CSR initiatives provided by the
organisation? Explain
viii. How would you describe the impact of CSR activities on the overall performance of the
organisation?

Just to close, | want to make sure that | haven’t missed anything that is valuable or that are
particularly important to you.

Is there anything more you would like to add or tell me?

Closing

Thanks for your time.

That’s all the questions | have for you. Do you have any questions for me?

We hope to create a resource from the information you’ve shared.

If you have additional views that you would like to add to this information, please let me know.

Meanwhile, if you are interested in the final finding with all that you’ve shared, please email me
through the email address on the information sheet | gave to you at the beginning of the interview.

Thank you again for your time.
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Appendix C — Codebook

Data Coding of Interview Transcript

Codes\\Thematic Framework

Name Description

CAREER SATISFACTION Related to overall job satisfaction. Career perceptions and
job independence

Career Development opportunities Permits employees reach new levels of competence
through networking, learning or skill development

Internal and external CSR initiatives Employees' organisational identification influenced by
enhancing satisfaction efforts directed towards employees and efforts directed

towards external stakeholders’ activities

Professional development challenges Barriers affecting employee progression

encountered

Employee performance and Satisfied worker tend to apply more effort to job

satisfaction performance and works harder and better.

Encouraging employees to develop Employees choose what fits their career goals and the

career and skills company vision

Work-life balance Coordination between the different aspects of your life.

Work health and safety practices Implemented Health and safety practices in the
organisation

Interest or lack of interest in CSR Employees involvement in CSR

CSR boosting commitment to work Influences attitude and behaviour through improving
organisational pride

Employee perception of employer CSR strengthen and enhances positive work attitudes

through CSR leading to job satisfaction

Employee Role empowerment Ability to accomplish something and know it, giving them

the confidence needed to succeed.

Quialities that make the organisation a  Welfares to employee and stakeholder
good and rewarding workplace

CCORPORATE SOCIAL RESPONSIBILTY Business model helping a company be socially accountable
to itself, its stakeholders, and the public.
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Name Description

The term CSR Organisations playing a positive role in the community and
considering environmental and social impact of business
decisions

Socially responsible Organisation Adopts policies promoting the welfare of society and the

environment while reducing negative impacts on them

Culture of CSR in Organisation Organisation’s values, work environment, expectations, and
goals
Organisation’s CSR strategy All-inclusive plan companies and stakeholders use to design,

execute, and analyse their CSR initiatives.

Measure Corporate Social Benchmark business against others CSR performance
Responsibility initiative

Impact of CSR activities on employee’s programs can boost employee morale in the workplace and
attitude, behaviour and performance  lead to greater productivity

CSR influence on behaviour outside Builds ethical stand, being accountable for fulfilling public
workplace duty

Employee perception of Corporate Influence participation/volunteering, effect on

Social Responsibility organisational commitment and relates positively to

performance and corporate identification.

Organisation Corporate Social CSR program organisations are involved in
Responsibility Activities

Understanding Corporate Social Self-regulating business model that helping organisations be
Responsibility socially accountable to itself, its stakeholders, and the
community
Interest or lack of interest in CSR Employees involvement in CSR
Impact of CSR on organisation Businesses that implement social responsibility initiatives
performance can increase customer retention and loyalty
EMPLOYEE ENGAGEMENT Involvement and enthusiasm of employees in their work

and workplace

Overall engagement in the Level of dedication towards work and whole of business
organisation

Importance of employee engagement  Improves work culture, reduces turnover, increases
productivity, builds better work environment and customer
relationships
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Understanding of employee
engagement

Employee perspectives - engagement

experience in CSR

Informing employees of organisation

CSR

Encouraging employees to engage in

CSR

Measures used to determine CSR
initiatives

Employee motivation

Benefit of engaging in CSR activities

Workplace relationships

Supporting organisational goals and

objectives

Engagement Influences

Stakeholder engagement

Employee CSR connection to
organisation

ORGANISATION

Organisation Type

Organisation Overview

Organisation performance

Name Description

Improves employee's feelings and emotional attachment to
the company, duties, position, colleague, and company
culture.

Attracts clients, employees, and stakeholders; talent
retention; and overall business performance

Internal communication process

Perceived organisational support and involvement

The treatment of company stakeholders ethically and in a

socially responsible manner

Motivated employees lead to increased productivity and
allow organisation to achieve higher levels of output.

Increases sales and customer loyalty, operational savings
and better financial performance, with greater ability to

attract talent and retain staff.

Expectations for interactions between employees of varying
positions within an organization

Understanding organisational desired outcomes of its
business's activities

Individual experiences, organisational practice and various
contemporaries aligned with the company's values

Process of an organisation involving employees in actions
designed to influence stakeholders

Linking participation in CSR to sense of belonging

Information of organisations used for the interview process
Pharmaceutical, Manufacturing and Hardware company
Structure of the organisation

Analyse company's performance against its objectives and
goals
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Name Description

Employee Primary position and role Agreed or expected behaviour of employees performing
certain tasks associated with the position title

Years with organisation Length of time being employed in the organisation

Organisational dynamics Process of continuous strengthening of resources and
enhancing employee performances.

Ethical Business engages in fair business practices

Philanthropic Actively contribute to a better society through financial
means

Sustainability Relationship between business, stakeholders and

community to reduce environmental impact through
decrease of consumables

Environment Belief that Organisations should behave in an
environmentally friendly way

Economical Organisation of production and delivery of goods.
Sustainable practices participation and improving
company’s business operations

Approach to CSR Company strategy implementation aiming to improve
performance
Transparency Sharing information of organisation operation to provide

clarity and build trust
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Appendix D — Word frequently Query and Word Cloud for most used words

Word
employee
responsible
organisation
social
society
organizations
community
engaging
corporate
making
activities
work
company
initiatives
improves
business
impact

gives
interest

part
positively
also

help

people
performance
builds

feel
opportunity
productivity
development
operations
promotion
better
involved
time
training
encourage

environment

8
11
12
6
7
13

Length ‘ Count

73
40
37
33
29
28
27
25
25
22
21
20
20
19
15
14
14
13
13
13
12
12
12
12
12
11
11
11
11
10
10
10
10
10
10
10
9

9

Weighted
Percentage (%)
3.66

2.01
1.86
1.66
1.46
1.40
1.35
1.25
1.25
1.10
1.05
1.00
1.00
0.95
0.75
0.70
0.70
0.65
0.65
0.65
0.60
0.60
0.60
0.60
0.60
0.55
0.55
0.55
0.55
0.50
0.50
0.50
0.50
0.50
0.50
0.50
0.45
0.45

Similar Words

employee, employees, employees’

responsibilities, responsibility, responsible, responsibly
organisation, organisational, organisations, organises
social, socially

society

organization, organizations

communication, communications, communities, community
engage, engaged, engagement, engages, engaging
corporate

make, makes, making

active, actively, activities, activity

work, working

companies, company

initiative, initiatives

improve, improved, improves, improving

business, businesses, busy

impact, impactful, impacts

give, gives, giving

interest, interested

part, partly

positive, positively

also

help, helped, helpful, helping, helps

people

performance, performances

build, building, builds

feel, feeling, feels

opportunities, opportunity

product, production, productive, productivity, products
develop, developing, development

operate, operates, operating, operations

promote, promotes, promoting, promotion

better, bettering, betterment

involve, involved, involvement, involving

time, times

train, training, trainings

encourage, encouraged, encourages, encouraging

environment
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good 4 9 0.45 good

increase 8 9 0.45 increase, increases, increasing

respect 7 9 0.45 respect, respectable, respectfully

staff 5 9 0.45 staff, staffs

contribute 10 8 0.40 contribute, contributes, contributing, contribution
satisfaction 12 8 0.40 satisfaction

taking 6 8 0.40 take, takes, taking

volunteering 12 8 0.40 volunteer, volunteering, volunteers

years 5 8 0.40 year, years

culture 7 7 0.35 culture

enhance 7 7 0.35 enhance, enhanced, enhances, enhancing
learning 8 7 0.35 learn, learning

Word Cloud for most frequent words used from the data that was coded.

The word display was set at 50 to capture the condensed words in the data collected

DO
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