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Abstract 
Today, in this rapidly changing business world, organizations focus more 
than ever on corporate social responsibility as a strategy to achieve their overall 
business objectives and attain sustainability. Therefore, properly recognizing 
its impact on both company and its employees is crucial. This study aimed to 
identify the impact of perceived corporate social responsibility (CSR) on em-
ployee engagement. Further, it attempted to understand the relationship be-
tween CSR and employee engagement and assess the level of perceived cor-
porate social responsibility and employee engagement among the selected 
sample. The final study sample consisted of Executive and Managerial level 
employees in a selected private hospital which engages in the healthcare ser-
vices sector in Sri Lanka. The data were collected from 216 respondents using 
a self-administered questionnaire via both personal visits to the organization 
and internet-based methods. The study was a cross-sectional research study 
done in a non-contrived setting with minimal researcher interference. Descrip-
tive statistics, correlation analysis, and simple regression analysis were mainly 
used for the analysis. The results revealed a significant positive relationship 
between the two variables. Further, it showed a significant positive impact of 
perceived CSR on employee engagement. These research findings provide 
compelling evidence of how CSR could work as an investment rather than a 
cost for the organizations. Thus, this study helps the organization focus its 
attention on improving the employee engagement ratio through CSR activi-
ties. 
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1. Introduction 

Organizations with the best and most engaged employees have greater success 
within the dynamic business environment. Engaged employees are more familiar 
with the company goals, objectives and more involved in business operations. 
Further, the well-engaged employees understand the business environment and 
collaborate with coworkers to improve job performance for the organization’s 
benefit (Tsourvakas & Yfantidou, 2018; Patro, 2013).  

Organizations must understand the real drives of employee engagement to 
sustain it. The concept of engagement is still recent, and as such, there is a lack 
of understanding of what promotes employee engagement. Many scholars have 
identified different employee engagement drives such as autonomy, professional 
development, psychological safety, meaningful work, organizational reputation, 
etc. (Anitha, 2014; Chaudhary, 2017; Millar, 2012).  

Therefore, organizations pressure themselves to be the best organization where 
employees prefer to work, resist leaving, and are highly engaged. Every person is 
more likely to occupy himself in a socially accepted and reputed company. On 
the other hand, consumers have started to look at the moral value of organiza-
tions. Furthermore, government and authorized parties have imposed rigid rules 
and regulations for organizations to be followed when carrying out their busi-
ness operations. To answer all these rising questions, corporates have adopted 
Corporate Social Responsibility (CSR) initiatives. Chaudhary (2017) has men-
tioned that organizations gradually increase socially and environmentally respon-
sible activities into their day-to-day management practices. 

Within the last two decades, interest in CSR has increased among organiza-
tions. Though the CSR activities are conducted for the betterment of society, 
mainly as a voluntary act, the real corporate purpose behind that is questionable. 
However, it’s important to ensure the benefits of organizational CSR should not 
be limited to the betterment of the society or environment but also for the whole 
stakeholder groups. Therefore, the benefits of CSR have been widely acknowl-
edged by employees, consumers, Non-government Organizations (NGOs), gov-
ernments, and future prospective employees (Kerr, Johnston, & Beatson, 2008). 

Organizations initiate CSR activities with the expectation of offering a helping 
hand to the community they operate. At the same time, organizations need to 
acquire an additional benefit for the sustainability of business operations based 
on their CSR investments (Galbreath, 2010). According to the discussion had 
with the management of the “XYZ Company,” which operates in the private 
healthcare services sector, they are currently spending a considerable amount of 
money and effort on CSR activities. Further, they stated that even though most 
of the organizations in the private healthcare services sector in Sri Lanka are 
spending a lot of money on CSR activities, it is still questionable how and to 
what extent these CSR activities positively influence different stakeholder groups 
of these organizations. Therefore, it is important to conduct further studies to 
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understand the benefits of CSR in different aspects. Thus, it is interesting to 
study the effect of CSR on employee behavior and attitudes taking the employees 
as a very important stakeholder group having long-term benefits towards the 
organization.  

Supporting that notion, Towers (2008) has identified CSR as the third most 
important driver for enhancing overall employee engagement and retention among 
all age groups of employees. However, drives of engagement could depend on 
the economic and social status of the country as well as employees (Anitha, 2014). 
Moreover, Chaudhary (2017) stated that initiating a CSR program in a devel-
oped country could generate different results from initiating a CSR program in a 
developing country and has emphasized the importance of conducting studies 
on this area in other contexts. Further, it is rare to find similar studies done in 
Sri Lanka and also in the private healthcare services sector in Sri Lanka. There-
fore, it is vital to investigate the Sri Lankan context of CSR and its effect on em-
ployee engagement in the Sri Lankan context. Thus, the authors examine whether 
CSR has a significant impact on employee engagement in the Sri Lankan context 
through this study. 

2. Objectives of the Study 

The prime objective of this study is to assess the impact of perceived CSR on 
employee engagement. Further, it attempts to assess the level of perceived CSR 
and the level of employee engagement. Moreover, it aimed to identify the rela-
tionship between perceived CSR and employee engagement.  

3. Significance of the Study 

Interestingly, few studies have been done on how CSR could affect employee 
engagement (Achivers, 2015; Albdour & Altarawneh, 2012; Glavas, 2016; Tsour-
vakas & Yfantidou, 2018). However, most of those studies have been carried out 
in developed countries (Carr, 2012; Mirvis, 2012; Slack, Corlett, & Morris, 2014). 
Chaudhary (2017) stated significance and the type of the relationship between 
these two variables can be varied according to the specific cultural context and 
suggested testing it in different industries and cultures.  

In addition to that, since no studies on this study area have been done in Sri 
Lanka and the private healthcare services sector in Sri Lanka, the present study 
will bridge the research gap on how CSR impacts employee engagement in the 
Sri Lankan context. Thus, at the same time, the study advances the existing body 
of knowledge beyond Western economies by exploring the strategic value of 
CSR in a developing country like Sri Lanka, which presents a unique cultural 
context to consider. 

Further, these results are helpful for the relevant company in considering 
whether it is worthwhile for them to invest further in CSR. In addition to that, 
the study allows the organizations of the same industry to take corrective actions 

https://doi.org/10.4236/ojbm.2022.101001


H. M. K. Nanayakkara, Y. M. S. W. V. Sangarandeniya 
 

 

DOI: 10.4236/ojbm.2022.101001 4 Open Journal of Business and Management 

 

to increase their engagement level by using CSR initiatives.  
Moreover, this study opens new avenues of research related to CSR and hu-

man resources practices. It will provide insights for future researchers who are 
interested in CSR and employee engagement. And the study will serve as a 
foundation study to carry out further research studies in this area in different 
industries. 

4. Literature Review 
4.1. Employee Engagement 

The first well-established definition of employee engagement was “harnessing of 
organizations members’ selves to their work roles; in engagement, people em-
ploy and express themselves physically, cognitively and emotionally during role 
performances” (Khan, 1990: p. 694). Khan identified the concept of employee 
engagement accompanied by the concepts of involvement, motivation, and sa-
tisfaction. Maslach, Schaufeli and Leiter (2001) have stated employee engage-
ment as an employees’ positive, motivational characteristic. However, employee 
engagement refers to “the individual’s involvement and satisfaction and enthu-
siasm for work” (Harter, Schimdit, & Hayes, 2002: p. 269).  

Later on, Schaufeli, Bakker and Salanova (2006) identified the employee en-
gagement dimensions as vigor, dedication, absorption. According to Fereirra 
and Oliveira (2014); and Schaufeli, Bakker and Salanova (2006), vigor is identi-
fied as the level of employees’ willingness to work, the degree of effort, and energy 
that they are ready to invest in. Then, they have defined dedication as maintain-
ing a high level of motivation, inspiration, substantial involvement in work, and 
experiencing a sense of significance. Finally, they have defined absorption as the 
degree to which employees happily and willingly immerse and completely con-
centrate on work where they feel that time passes quickly and feel difficulties 
when there is no work to perform. 

Employee engagement could identify as one of the major contributors to face 
competitiveness (Aktar & Pangil, 2017). Further, engaged employees are vital in 
achieving the competitive advantage because all other production factors could 
be initiated by the competitive organizations except the human resource (Ncube 
& Jerie, 2012). Moreover, Parent and Lovelace (2018) mentioned that the en-
gaged employees utilize their time and effort to build a positive environment and 
relationships within the workplace and multiply their productivity, effectiveness 
through those relationships to increase the outcome. 

4.2. Corporate Social Responsibility Units 

Bowen (1953, as cited in Turker, 2009) identified CSR as a set of responsibilities 
of a businessman to guide the business, make decisions, and conduct business 
operations in a favorable manner for society. Carroll (1979: p.500) examined the 
term CSR and claimed, “social responsibility of a business encompasses the eco-
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nomic, legal, ethical, and discretionary expectations that society has of organiza-
tions at a given point in time”. CSR consists of making strategic business deci-
sions accompanied by ethical, legal requirements and respect for the people, so-
ciety, and environment (Albdour & Altarawneh, 2012).  

Bhaduri and Selarka (2016) stated organizations had recognized the impor-
tance of CSR not just from the societal perspective but also from the perspective 
of stakeholders and firms. The stakeholder approach expects the organizations 
to manage responsibilities to an extended network for all stakeholder interests 
(Jamali, 2008). 

Turker (2009) mentioned that CSR could mean something to everyone, but 
that does not imply the same thing to everyone, emphasizing that different in-
terest groups can have different expectations and perspectives. Bhaduri and Se-
larka (2016) argued that the organizations that operate by considering this theory 
expand their care net beyond the traditional interest groups of stakeholders as 
well as silent stakeholders such as local communities and the environment. 

Initially, Turker (2009) introduced four main CSR dimensions to address the 
stakeholder perspective of CSR: “Primary Social” that consists of employees and 
clients, “Secondary Social” that includes the government, “Primary Non-social” 
that includes the natural environment and future generations, and finally, “Sec-
ondary Non-social” that includes NGOs.  

According to Sun and Yu (2015), CSR initiatives positively impact organiza-
tional commitment and employee performance. Further, they mentioned that 
the way organizations treat their community proposes positive things to its’ em-
ployees about how the organization perceives and values them. Therefore, em-
ployees may feel valued and respected by their organizations, and eventually, 
they feel more comfortable to occupy their best effort to work, leading to in-
creased employee engagement (Apparo, 2016; Prutina, 2016; Sun & Yu, 2015). If 
employees do not contain the idea of what is happening within the organization 
and how it will affect their lives, the employees of that organization will be dis-
engaged (Chaudhary, 2017). Therefore many organizations maintain a separate 
sustainable team to engage with the bottom level of the organizations to identify 
and fulfill the CSR expectations (Epstein-Reeves, 2012). 

4.3. Corporate Social Responsibility and Employee Engagement 

The theories of engagement primarily focus on the relationship between em-
ployees and their organization, and the theories of CSR focus on the relationship 
between the organization and the community they operate. Interestingly, em-
ployees represent a considerable quota of that community. It means if an organ-
ization commits to providing social needs as a CSR activity, eventually, they im-
prove the lives of their employees (Glavas, 2016). Higher levels of organizational 
CSR will generate positive employee relations and vice versa (Achivers, 2015). 
Further, Tariq (2015) has mentioned that organizational reputation for social 
responsibilities plays a vital role in employee engagement as well as employee 
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retention. 
According to Turker (2009), CSR has internal and external dimensions. In-

ternal CSR such as training and development, fair and equal opportunities 
directly affect the employee stakeholder group. Crawford-Marks (2020) stated 
employees expect different things from their organization, and it could be their 
compensation or pay overall, job security, respectfulness and fairness for all em-
ployees, opportunities to apply their skills and abilities, recognition, autonomy 
and growth opportunities. Further, when considering the social exchange theory 
(SET), if employees perceive that their organization is focusing on fulfilling their 
socio-economic needs through business activities to ensure their well-being, 
then they may feel more responsible and, consequently show a higher level of 
engagement as their repayment (Aktar & Pangil, 2017; Saks & Rotman, 2006). By 
conducting a research study, Fereirra and Oliveira (2014) found a positive im-
pact of CSR on employee engagement to some extent. Further, they have especially 
emphasized that employees exposed to internal CSR have shown a higher level of 
engagement when compared to the employees only exposed to external CSR. 

Based on the study done on perceived organizational support (POS), Albdour 
and Altarawneh (2012) found that internal CSR practices directly affect em-
ployee attitude and behavior. According to Eisenberger, Malone and William 
(2016), POS works to increase employee dedication. Further, POS theory refers 
to employees’ perception of what extent their organization values their work and 
concern for their well-being, as well as takes actions to ensure employee well- 
being (Eisenberger, Malone, & William 2016). Based on SET and POS theories, 
employees who perceive that their organization is being supportive and caring 
towards their CSR requirements, those employees’ are more psychologically and 
emotionally bound and attached to their organization (Khaliq Alvi, Abbasi, & 
Sattar, 2014). Glavas (2016) stated that CSR could identify as an antecedent of 
POS, and there is a significant positive relationship between CSR and POS.  

Some scholars have emerged the relationship between CSR and employee en-
gagement by using social identity theory (SIT), which refers to ones’ perception 
of their organization where he or she describe their identity in terms of the or-
ganizations that they belong to (Mousiolisa & Bourlet, 2015). Furthermore, based 
on SIT, Farooq, Payaud, Merunka and Valette-Florence (2013) have suggested, 
firm’s CSR activities create a direct impact on organizational reputation and do 
send a hint to the external parties such as future generations, government, so-
ciety, and especially to prospective employees regarding the attractiveness of the 
employer. Moreover, Tyler argued (as cited in Farooq, Payaud, Merunka, & Va-
lette-Florence, 2013) that employees use their organization’s reputation, CSR 
prestige, and social standing to assess their self-worth. 

After considering all the above theories and empirical evidence on CSR and 
employee engagement, the researchers developed the following conceptual frame- 
work for the study (Figure 1). 

https://doi.org/10.4236/ojbm.2022.101001


H. M. K. Nanayakkara, Y. M. S. W. V. Sangarandeniya 
 

 

DOI: 10.4236/ojbm.2022.101001 7 Open Journal of Business and Management 

 

 
Figure 1. Conceptual framework. 

 
When considering all the relevant definitions, it shows Schaufeli, Salnova, 

Gonzalvez-Roma and Bakker (2002) have broadened the concept of employee 
engagement and its dimensions. Therefore, the operational definition for em-
ployee engagement is a positive state of employees physical and psychological 
attachment or the involvement with their organization characterized by energy, 
motivation and the extent of their willingness to go for an extra mile to perform 
their assigned tasks (Schaufeli, Salnova, Gonzalvez-Roma, & Bakker, 2002). Ac-
cordingly, current researchers use three main dimensions of employee engage-
ment: vigor, dedication, and absorption. 

The current researchers consider the stakeholders’ approach in addressing the 
concept of CSR. The operational definition of CSR is the set of actions that are 
taken by the organizations to acquire a social and environmental advancement, 
especially for stakeholders’ concerns and finding a balance between organiza-
tions’ economic needs, stakeholder expectations, and legal boundaries focusing 
on working above and beyond the economic goals of the organization (Carroll, 
2001). As Turker (2009) claimed, stakeholders affected by the organizational 
CSR activities are the employees, customers, prospective employees, natural en-
vironment, future generations, government, and NGOs. 

Furthermore, the researchers formulated the following hypothesis for the study 
based on the same theoretical and empirical background. 

H1: There is a significant impact of perceived CSR on employee engage-
ment. 

Assuming that there can be an impact of CSR activities of the organization on 
employee engagement, the researchers developed the above hypotheses tenta-
tively and to be tested.  

H0: There is no significant impact of perceived CSR on employee en-
gagement. 

5. Methodology 
5.1. Sample and Procedure 

This study could identify as a quantitative-explanatory study, and the research-
ers used the deductive research approach. The researchers have selected a com-
pelling key player in the private healthcare services sector in Sri Lanka as the re-
search context. Based on the ethical consideration hypothetical name was used 
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by the researchers as XYZ Company. The current study is a cross-sectional study 
since data were collected at a particular point in time, and it did not repeat. A 
self-administered questionnaire was used to collect data for the study; therefore, 
the researchers’ interference was minimal for this study.  

There were 278 executive and managerial level employees in the selected pri-
vate hospital engaged in the healthcare services sector. The whole population of 
278 executive and managerial level employees was considered for the sample of 
the current study, and only 216 among them were responded and returned the 
fully completed questionnaire [Response Rate = 77%]. Collected data were ana-
lyzed using descriptive statistics, correlation analysis, and regression analysis. 

5.2. Measurement Scales 

The survey questionnaire consists of three sections to measure demographic 
factors, employee engagement, and CSR. The researchers used well-established 
measurement scales that have been used by previous researchers to measure em-
ployee engagement and CSR in the current study. Section A includes five demo-
graphic factors: gender, age group, highest education qualification, work expe-
rience within the existing organization, and monthly income.  

The Utrecht Work Engagement Scale (UWES) developed by Schaufeli, Salno-
va, Gonzalvez-Roma and Bakker (2002) was used to measure employee engage-
ment that consisted of 17 items. It measures employee engagement under three 
dimensions: vigor (6 items), dedication (5 items), and absorption (6 items). Fur-
ther, Tucker’s 17 item CSR scale is the only scale available in the literature that 
has adopted the stakeholders’ approach, which is appropriate to measure the 
CSR perceptions of employees (Chaudhary, 2017). It is the widely used and well- 
established scale (Farooq, Payaud, Merunka, & Valette-Florence, 2013) to meas-
ure the CSR perception of employees. Since the current research study also ex-
pects to measure the employees’ CSR perception, the researchers decided to use 
Tucker’s CSR scale to measure the perceived CSR. Accordingly, the employee 
perceived CSR was measured under four dimensions: primary-non-social (7 items), 
primary-social (7 items), secondary-social (2 items), secondary non-social (1 
item).  

6. Data analyses and Presentation 
6.1. Demographic Information 

Table 1 presents the level of employee engagement and CSR within the selected 
sample respondents. 

6.2. Preliminary Analysis 

Reliability was examined with Cronbach’s Alpha test. Accordingly, all values of 
reliability are greater than .7, which indicates the high internal reliability of the 
measures. The results of the Cronbach’s Alpha test are given in Table 2, which 
suggests that the reliability of each instrument is satisfactory 
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Table 1. Frequency and the percentages of demographic variables. 

Category 
Demographic Variables 

Components Frequency Percentage 

Gender 
Male 167 77.3% 

Female 49 22.7% 

Age 

Less than 25 years 27 12.5% 

25 - 35 years 91 42.1% 

35 - 45 years 71 32.9% 

45 - 55 years 27 12.5% 

More than 55 years 0 .0% 

Work Experience 
within 

the current organi-
zation 

Less than 5 years 52 24.1% 

Between 5 - 10 years 91 42.1% 

Between 15 - 20 years 49 22.7% 

Between 20 - 25 years 19 8.8% 

More than 25 years 5 2.3% 

Education Qualifica-
tion 

G.C.E. Advanced Level 0 .0% 

Diploma 72 33.3% 

Bachelors’ Degree 68 31.5% 

Masters’ Degree 68 31.5% 

Postgraduate Degree 8 3.7% 

Monthly Income 

Less than Rs. 50,000 50 23.1% 

Rs. 50,000 - Rs. 75,000 60 27.8% 

Rs. 75,000 - Rs. 100,000 46 21.3% 

Rs. 100,000 - Rs. 125,000 38 17.6% 

More than Rs. 125,000 22 10.2% 

 
Table 2. Results of the Cronbach’s alpha test. 

Cronbach’s Alpha Test 

Measures Cronbach’s Alpha N of Items 

Employee Engagement .904 17 

CSR .878 17 

 
Sampling adequacy and sphericity were tested with the Kaiser-Meyer-Olkin 

(KMO) test and the Bartlett’s test, respectively. According to the results of the 
KMO, both instruments’ KMO values [Employee Engagement = .800, CSR = .733] 
are greater than .7, and the significant values’ of both instruments are less than .05. 
Therefore, these test results ensure sample adequacy. Further, sphericity was 
ensured since all the variables’ sig values were .000, which was less than .05. 
Further, according to validity statistics, the cumulative percentage of the Extrac-
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tion Sums of Squared Loadings (ESSL Cum%) of SCR [62.234%] and employee 
engagement [59.422%] are greater than 50%, and the all item factor loading val-
ues are above the threshold value of .5 for all the items. Thus, these results statis-
tically ensured the construct validity of the measurement scale. Moreover, the 
content validity of the instrument was ensured by employing the standard ques-
tionnaires to measure both variables of the study.  

The normality of the data was tested with the statistics of Skewness and Kur-
tosis. It can be considered that the data are approximately normally distributed 
when both the Skewness and Kurtosis values are in between +2 and −2 (Garson, 
2012). Thus, normality of the data was ensured with the Skewness [CSR = 
−1.547, Employee Engagement = −.613] and Kurtosis [CSR = 2.304, Employee 
Engagement = −.66] staistics of the data distribution for both variables. Further, 
the scatter plot diagram was drawn to examine linearity between variables, and 
scatter plots were approximately linear according to the visual inspection. 

Moreover, the ANOVA test for linearity between variables was performed, 
and linearity was ensured with the Sig. value of the linearity coefficient [p = .000, 
p < .05] and Sig. value of the deviation from linearity coefficient [p = .092, p > .05]. 
Since the above results ensured the linear relationship between variables, Pear-
son Correlations analysis was performed to test the direction and the strength of 
the relationship between CSR and employee engagement.  

6.3. Descriptive Statistics of CSR and Employee Engagement 

The frequency distribution analysis was made separately for the independent va-
riable of CSR and the dependent variable of employee engagement  

As illustrated in Table 3, the mean value of employee engagement is 3.9261, 
and the mean value of CSR is 4.1300. Therefore, both the level of employee en-
gagement and the CSR of the respondents are at a “High” level. 

6.4. Correlation Analysis between CSR and Employee Engagement 

Table 4 illustrates that the correlation coefficient is .721, significant at 99% [p 
= .000] confidence level. Therefore, these results show that there is a significant 
moderate relationship between perceived CSR and employee engagement. 

6.5. Hypotheses Testing 

The simple regression analysis was performed to test the impact of CSR on em-
ployee engagement of executive and managerial level employees working at XYZ 
Company. 

As per the results of the regression analysis shown in Table 5, R2 is .520, and 
it indicates CSR has a 52% impact on employee engagement of executive and 
managerial level employees in XYZ Company. In other words, 52% of the varia-
tion in employee engagement is explained by CSR. Further, the statistics in the 
ANOVA table show that the overall regression model statistically significantly 
predicts the outcome variable [F = 69.536, p = .000]. 
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Table 3. Descriptive statistics of CSR and employee engagement. 

Variable Mean value 

Employee Engagement 3.9261 

CSR 4.1300 

 
Table 4. Correlation analysis between CSR and employee engagement. 

 
Corporate Social 

Responsibility 
Employee  

Engagement 

CSR 

Pearson Correlation 1 .721** 

Sig. (2-tailed)  .000 

N 216 216 

Employee  
Engagement 

Pearson Correlation .721** 1 

Sig. (2-tailed) .000  

N 216 216 

**. Correlation is significant at the .01 level (2-tailed). 
 

Table 5. Correlation analysis between CSR and employee engagement. 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .721a .520 .511 .36087 

 
Moreover, according to the coefficient table, the b value is .806 [p = .000]. The 

b value predicts the impact of the independent variable on dependent variables. 
Thus, it indicates that employee engagement has a positive effect of .806 for one 
unit of change in CSR. Accordingly to the above results, the H1 hypothesis: there 
is a significant impact of CSR on employee engagement was accepted. Thus, it 
indicates that CSR has a significant positive effect on employee engagement. 

7. Key Findings and Conclusion 

The results of the correlation analysis indicated a significantly moderate positive 
relationship between perceived CSR and employee engagement [R = .721, p 
= .000].  

The results of the regression analysis [R2 = .520] indicate that 52% of em-
ployee engagement explains through CSR perception of executive and mana-
gerial level employees in XYZ Company. Further, these results, along with the b 
value [b = .806, p = .000], illustrate a significant positive impact of perceived 
CSR on employee engagement. These findings align with the findings of pre-
vious researchers such as Chaudhary (2017), Fereirra and Oliveira (2014), and 
Slack, Corlett and Morris (2014) who have done similar studies in different con-
texts. Further, the results of the study emphasize that organizational CSR initia-
tives could make a difference in employee engagement.  

According to the analysis of descriptive statistics, it was found that both the 
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level of employee engagement [m = 3.9261] and the perceived CSR [m = 4.1300] 
of the respondents are at a “High” level. Apart from that, according to these re-
sults, 87.7% of employees indicated a higher engagement level. Therefore, most 
of the employees showed a higher level of employee engagement, and there were 
no employees who showed a lower engagement level. Consequently, it indicates 
that most employees are psychologically and physically involved with their or-
ganization. Moreover, 93% of employees of that organization perceive that their 
organization is highly engaged in CSR activities.  

In conclusion, the employees tend to be highly engaged when they feel that 
organizations care about their employees, customers, future generations, the 
natural environment, and the government. Therefore, the organizations could 
increase their level of employee engagement by implementing sound CSR prac-
tices.  

8. Implications 

Current research findings provide compelling evidence of how CSR could work 
as an investment rather than a cost function. Thus, this study helps the organiza-
tion focus its attention on improving the employee engagement ratio through 
CSR initiatives.  

This research study bridges the gap in existing academic literature. It has a 
critical dearth of studies regarding how CSR initiatives could affect employee 
engagement when considering the stakeholder approach. Moreover, since most 
studies have proceeded within Western European countries regarding the above 
concept (Tsourvakas & Yfantidou, 2018), this research study will expand the 
body of knowledge about CSR and employee engagement in developing eastern 
countries such as Sri Lanka.  

9. Direction for Future Studies 

Since this research study considered only one company that engages in the pri-
vate healthcare services sector, generalization of the findings of this research to 
every organization within the Sri Lankan context was limited. The authors en-
courage future researchers to test the proposed research model with different 
organizations, industries, and cultural contexts to improve the generalizability of 
the study results. Further, it would be useful to look for the changing nature of 
the relationship between the variables over time due to fluctuating business en-
vironment and the performance of the organization. Thus, longitudinal studies 
are desired in the area to assess and establish the direction of the relationship 
and test whether reciprocal relationships exist.  

Future studies might consider using qualitative techniques to get a broader un-
derstanding of the relationship between CSR and employee engagement. Hope-
fully, this study would raise the levels of interest among scholars to conduct 
more studies regarding the impact of CSR initiatives on employee engagement.  

Further, the findings of the current study provide several ideas for future in-
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vestigations. Different employees may respond differently to CSR efforts of the 
organization; therefore, it is vital to examine the moderating factors such as gend-
er, age, marital status, which could affect the nature of the relationship. In addi-
tion to that, employee personality and individual characteristics may influence 
the strength of the relationship between two variables. Further, Kim, Woo, Uysal 
and Kwon (2018) have found that philanthropic and economic CSR positively 
affects the quality of work life. Furthermore, Abeykoon and Sangarandeniya 
(2020) have found that there is a strong positive relationship between well-being 
and employee job engagement. Therefore, future studies could be undertaken to 
test the mediating effect of employee well-being on the relationship between 
CSR and employee engagement. 
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