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Abstract: - This paper investigates the pivotal role of Human Resource Management (HRM) practices in fostering
employee engagement towards Corporate Social Responsibility (CSR) initiatives within organizations. CSR has
become a cornerstone of modern business strategy, acknowledging its significance in promoting sustainable
practices and societal well-being. Employee engagement serves as a crucial link between CSR initiatives and
organizational success, influencing attitudes, behaviors, and commitment levels among employees. Drawing upon
existing literature and empirical evidence, this research provides insights into how HRM practices can effectively
nurture and sustain employee engagement towards CSR, thereby contributing to enhanced organizational
performance and social impact. [1] Theoretical frameworks such as Social Exchange Theory and Psychological
Contract Theory are utilized to understand the mechanisms through which HRM practices shape employee
attitudes and behaviors towards CSR. Social Exchange Theory elucidates how HRM practices serve as indicators
of organizational support and commitment, fostering reciprocity and engagement among employees towards CSR
goals. Psychological Contract Theory highlights the role of HRM practices in shaping the implicit expectations
and obligations between employees and organizations, influencing perceptions of trust, fairness, and mutual
respect, which in turn drive engagement towards CSR. [2] The paper explores key HRM practices that play a vital
role in fostering employee engagement towards CSR initiatives, including recruitment and selection, training and
development, performance management, and rewards and incentives. It discusses how organizations can integrate
CSR considerations into these practices to create an enabling environment that motivates and empowers
employees to actively participate in CSR efforts. Furthermore, implications for HRM practice are outlined,
emphasizing the need for strategic alignment between HRM and CSR objectives, leveraging technology and
communication channels to enhance employee engagement, and fostering a culture of transparency and
accountability.

Keywords: - Human Resource Management, Employee Engagement, Corporate Social Responsibility, Sustainable
Business Practices, Organizational Performance.
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1. Introduction: - Corporate Social Responsibility (CSR) has evolved from being a peripheral concern to
a central tenet of contemporary business strategy, reflecting a growing recognition of its importance in promoting
sustainable practices and societal well-being (Carroll, 1999). CSR initiatives encompass a wide array of activities
aimed at addressing environmental, social, and governance challenges, ranging from reducing carbon emissions
and promoting diversity and inclusion to supporting community development and ethical governance practices
(Aguinis & Glavas, 2012). As organizations increasingly embrace CSR as a core aspect of their operations,
understanding how to foster employee engagement towards CSR initiatives has become imperative for achieving
meaningful social impact and organizational success. Employee engagement serves as a critical link between CSR
initiatives and organizational outcomes, influencing employee attitudes, behaviors, and performance levels (Kahn,
1990). Engaged employees are emotionally invested in their work, committed to organizational goals, and
motivated to contribute their best efforts (Macey & Schneider, 2008). In the context of CSR, engaged employees
are more likely to demonstrate enthusiasm, creativity, and initiative in supporting CSR goals, thereby enhancing
the effectiveness and sustainability of CSR initiatives (Bhattacharya et al., 2008). The role of Human Resource
Management (HRM) practices in fostering employee engagement towards CSR initiatives has garnered increasing
attention from scholars and practitioners alike. HRM practices encompass a range of activities and policies aimed
at managing and developing human capital within organizations, including recruitment, training, performance
management, and rewards systems (Boxall & Purcell, 2003). By aligning HRM practices with CSR objectives,
organizations can create an enabling environment that motivates and empowers employees to actively participate
in CSR efforts (Jackson et al., 2011). This paper aims to explore the role of HRM practices in cultivating employee
engagement towards CSR initiatives within organizations. Drawing upon theoretical frameworks such as Social
Exchange Theory and Psychological Contract Theory, we seek to elucidate the mechanisms through which HRM
practices shape employee attitudes and behaviors towards CSR. By examining key HRM practices, including
recruitment and selection, training and development, performance management, and rewards and incentives, we
aim to provide insights into how organizations can effectively leverage HRM to foster employee engagement
towards CSR initiatives. Additionally, we discuss implications for HRM practice and offer recommendations for
future research and practice in this domain.

2. Theoretical Framework: The theoretical framework provides a conceptual lens through which to
understand the relationship between Human Resource Management (HRM) practices and employee engagement
towards Corporate Social Responsibility (CSR) initiatives. [3],[4] Two prominent theoretical perspectives that
offer valuable insights into this relationship are Social Exchange Theory and Psychological Contract Theory.

2.1 Social Exchange Theory: Social Exchange Theory posits that social interactions are based on the
principle of reciprocity, wherein individuals engage in give-and-take relationships with others (Blau, 1964).
According to this theory, individuals seek to maximize rewards and minimize costs in their interactions with
others. In the organizational context, employees engage in reciprocal exchanges with their employers, whereby
they invest effort, skills, and commitment in exchange for tangible and intangible rewards and benefits.

In the context of CSR, Social Exchange Theory helps us understand how HRM practices can shape employee
perceptions of organizational support and commitment towards CSR initiatives. HRM practices such as
recruitment, training, performance management, and rewards systems are perceived by employees as indicators
of organizational support for CSR. For example, when organizations invest in CSR-related training and
development programs, employees may perceive this investment as a signal of the organization's commitment to
social responsibility. Consequently, employees may feel a sense of obligation to reciprocate by actively
participating in CSR initiatives and contributing their best efforts towards achieving CSR goals.

Moreover, Social Exchange Theory highlights the role of trust and reciprocity in fostering employee engagement
towards CSR. [5],[6] When employees perceive that their organization genuinely cares about societal issues and
demonstrates a commitment to CSR through its HRM practices, they are more likely to reciprocate by engaging
in behaviors that support CSR objectives. This reciprocity fosters a positive cycle of engagement, where engaged
employees contribute to the success of CSR initiatives, leading to positive and commitment.
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2.2 Psychological Contract Theory: Psychological Contract Theory focuses on the implicit expectations and
obligations that exist between employees and organizations (Rousseau, 1989). Unlike formal employment
contracts, which specify explicit terms and conditions of employment, the psychological contract represents
employees' perceptions of the mutual obligations and promises between themselves and their employers.

In the context of CSR, Psychological Contract Theory helps us understand how HRM practices shape employees'
perceptions of the employment relationship and influence their attitudes and behaviors towards CSR initiatives.
[2],[4] When organizations integrate CSR considerations into their HRM practices, such as recruitment, training,
and performance management, they signal to employees that they value social responsibility and expect
employees to contribute to CSR goals. Consequently, employees develop a sense of obligation and commitment
to supporting CSR initiatives as part of their broader employment relationship with the organization.

Psychological Needs Satisfaction

CSR participation

Extra-role
Participation

Subjective
Well-being

In-role
Participation

Figure 1 Theoretical Framework for HRM-CSR alignment.

Moreover, Psychological Contract Theory emphasizes the importance of trust, fairness, and mutual respect in
fostering employee engagement towards CSR. [6],[7]When organizations uphold their commitments to CSR and
demonstrate fairness and transparency in their HRM practices, they strengthen employees' perceptions of a
positive psychological contract. In turn, employees reciprocate by demonstrating higher levels of engagement and
commitment towards CSR initiatives, driven by a sense of loyalty and obligation to the organization.

Overall, both Social Exchange Theory and Psychological Contract Theory provide valuable insights into the
mechanisms through which HRM practices shape employee engagement towards CSR initiatives. By
understanding these theoretical perspectives, organizations can design and implement HRM practices that
effectively foster employee engagement and commitment towards CSR, thereby contributing to enhanced
organizational performance and social impact.

3. HRM Practices and Employee Engagement Towards CSR: -Human Resource Management (HRM)
practices play a pivotal role in fostering employee engagement towards Corporate Social Responsibility (CSR)
initiatives within organizations. By aligning HRM practices with CSR objectives, organizations can create an
environment that encourages employees to actively participate in CSR efforts, leading to enhanced organizational
performance and social impact. This section discusses key HRM practices and their impact on employee
engagement towards CSR.

3.1 Recruitment and Selection: Recruitment and selection processes represent the initial touchpoints through
which organizations communicate their CSR values and expectations to potential employees. By incorporating
CSR criteria into job descriptions, organizations signal their commitment to social responsibility and attract
candidates who share similar values (Bauer & Erdogan, 2011). Candidates who are aligned with the organization's
CSR goals are more likely to demonstrate enthusiasm and commitment towards CSR initiatives, leading to higher
levels of engagement upon joining the organization (Turban & Greening, 1997).
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Furthermore, organizations can leverage recruitment channels such as university partnerships, industry
affiliations, and social networks to target candidates with a demonstrated interest in CSR and sustainability
(Dangelico & Pujari, 2010). Engaging with candidates who have prior experience or education in CSR-related
fields can facilitate the integration of CSR principles into the organizational culture from the outset, fostering a
sense of purpose and alignment among employees.

3.2 Training and Development: Training and development programs play a crucial role in enhancing employees'
awareness, knowledge, and skills related to CSR issues and initiatives (Benn et al., 2014). By providing training
on topics such as ethical decision-making, sustainability practices, and stakeholder engagement, organizations can
equip employees with the competencies needed to contribute effectively to CSR efforts (Jackson et al., 2011).
Moreover, training programs that incorporate experiential learning opportunities, such as volunteer projects and
cross-functional collaborations, can enhance employees' sense of purpose and engagement towards CSR (Van den
Broeck et al., 2016).

Investing in employee development reinforces the organization's commitment to CSR and demonstrates that
employees' personal growth and professional advancement are aligned with CSR objectives. [8] Employees who
receive ongoing training and development opportunities are more likely to feel valued and invested in the
organization's success, leading to higher levels of engagement and commitment towards CSR initiatives.

Organizational
Culture

Training and
Development

Performance Recruitment
Management and Selection

Figure 2 HRM Practices and Employee Engagement Towards CSR

3.3 Performance Management: Performance management systems serve as a mechanism for recognizing and
rewarding employees who demonstrate exemplary behavior and performance in support of CSR objectives (Gond
et al., 2011). By incorporating CSR metrics and goals into performance evaluations, organizations reinforce the
importance of social responsibility and align individual and organizational objectives (Farooq et al., 2014).
Employees who receive feedback and recognition for their contributions to CSR initiatives are more likely to feel
valued and motivated to continue their engagement in CSR activities (Chun et al., 2013).

Moreover, feedback mechanisms such as 360-degree assessments and peer recognition programs provide
employees with multiple perspectives on their performance, fostering a culture of accountability and continuous
improvement. Recognizing employees' efforts towards CSR not only reinforces their engagement but also
encourages others to emulate similar behaviors, creating a ripple effect throughout the organization.
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3.4 Rewards and Incentives: Rewards and incentives play a crucial role in motivating and reinforcing employee
engagement towards CSR initiatives (Kaptein & Van Tulder, 2003). In addition to traditional financial incentives
such as bonuses and profit-sharing schemes, organizations can offer non-monetary rewards such as public
recognition, career advancement opportunities, and participation in CSR-related projects (Maon et al., 2009). By
recognizing and rewarding employees who actively contribute to CSR efforts, organizations reinforce the
importance of social responsibility and create a culture where CSR is valued and celebrated.

Furthermore, organizations can leverage social incentives such as team-based rewards and peer recognition
programs to foster a sense of camaraderie and collective responsibility towards CSR goals (Grant, 2008). By
promoting collaboration and teamwork, social incentives encourage employees to work together towards common
CSR objectives, strengthening their sense of belonging and engagement within the organization.

In conclusion, HRM practices play a crucial role in fostering employee engagement towards CSR initiatives within
organizations. By integrating CSR considerations into recruitment and selection, training and development,
performance management, and rewards and incentives, organizations can create an environment where employees
feel valued, motivated, and empowered to contribute to CSR efforts. Investing in HRM practices that promote
CSR engagement not only benefits employees and the organization but also contributes to the broader societal
impact of CSR initiatives.

4. Implications for Human Resource Management (HRM): - HRM practices are vast and dynamic, continually
evolving to meet the challenges and opportunities presented by changes in technology, demographics,
globalization, and shifts in workplace culture and expectations. Here's a detailed exploration of some key
implications:

4.1 Strategic Alignment: HR professionals need to closely collaborate with senior leadership to understand the
organization's goals, challenges, and market dynamics. By aligning HR strategies with broader business
objectives, [9],[10] HRM can ensure that talent management initiatives directly contribute to the organization's
success. This may involve conducting regular workforce planning exercises, identifying critical skill gaps, and
developing targeted recruitment and development strategies to address those needs.

4.2 Talent Acquisition and Retention: In today's competitive talent market, HRM must employ a variety of
strategies to attract and retain top performers. This may include employer branding initiatives to showcase the
organization's values and culture, implementing innovative recruitment methods such as social media sourcing
and talent communities, and offering competitive compensation and benefits packages. [11]Retention efforts may
focus on enhancing the employee experience through initiatives like career development opportunities,
recognition programs, and a positive work environment.

4.3 Workforce Diversity and Inclusion: HRM plays a pivotal role in promoting diversity and fostering an
inclusive workplace culture. This involves not only ensuring diversity in recruitment and hiring practices but also
creating policies and programs that support inclusion at all levels of the organization. [12],[13]HR professionals
may implement unconscious bias training, establish employee resource groups, and cultivate leadership diversity
to create a culture where all employees feel valued and empowered to contribute their unique perspectives.

4.4 Employee Development and Training: Continuous learning and development are essential for employee
engagement and organizational growth. HRM should invest in a range of learning opportunities, including
traditional training programs, online courses, mentoring, and coaching. [14] By aligning training initiatives with
both individual and organizational goals, HRM can enhance employee skills and competencies while addressing
evolving business needs.
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4.5 Performance Management and Feedback: Traditional performance appraisals are giving way to more
frequent, informal feedback mechanisms that focus on coaching and development. [10] HRM may implement
regular check-ins between managers and employees to provide ongoing feedback and support goal setting.
Additionally, HR professionals can leverage technology to facilitate real-time feedback and performance tracking,
enabling employees to receive timely guidance and recognition for their contributions.
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Figure 3 Implications for HRM

4.6 Flexible Work Arrangements: The shift towards remote work and flexible work arrangements necessitates
a reevaluation of HR policies and practices. HRM may develop remote work guidelines that outline expectations
for communication, productivity, and work hours. Additionally, HR professionals can leverage technology to
support virtual collaboration and maintain team cohesion in distributed work environments.

4.7 Technology Integration: HRM is increasingly leveraging technology to streamline processes and enhance
the employee experience. This may involve implementing HRIS platforms to automate administrative tasks, using
Al-powered tools for candidate screening and assessment, and utilizing analytics to inform workforce planning
and decision-making. By embracing technology, HRM can improve efficiency, reduce costs, and deliver a more
personalized employee experience.

4.8 Legal and Regulatory Compliance: HR professionals must stay abreast of changes in employment laws and
regulations to ensure compliance and mitigate legal risks. This may involve partnering with legal counsel to
interpret and implement relevant regulations, conducting regular audits of HR policies and practices, and
providing training to employees and managers on compliance requirements. By proactively addressing legal and
regulatory issues, HRM can minimize the organization's exposure to legal liability.

4.9 Employee Well-being and Mental Health: HRM has a responsibility to promote employee well-being and
support mental health in the workplace. This may involve offering employee assistance programs (EAPs) that
provide counseling and support services, implementing policies that promote work-life balance, and raising
awareness about mental health issues through training and education initiatives. By prioritizing employee well-
being, HRM can improve morale, productivity, and retention rates while reducing absenteeism and turnover
related to mental health concerns.

5. Benefits of HRM Practices Aligned with CSR: -

5.1 Enhanced Employee Morale and Job Satisfaction: HRM practices that promote CSR engagement can
significantly impact employee morale and job satisfaction. When employees perceive their organization as
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socially responsible and aligned with their personal values, they are more likely to feel proud of their work and
committed to the organization's mission. [15],[16] Engaging in meaningful CSR activities provides employees
with a sense of purpose and fulfillment, leading to greater job satisfaction and overall well-being.

5.2 Improved Organizational Reputation and Brand Image: Aligning HRM practices with CSR initiatives can
enhance the organization's reputation and brand image. Companies that demonstrate a commitment to social and
environmental responsibility are viewed more favorably by customers, investors, and other stakeholders.
[14]Positive perceptions of the organization as a socially responsible entity can lead to increased trust, loyalty,
and support from both internal and external stakeholders, ultimately contributing to long-term success and
sustainability.
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Human Resources
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Figure 4 HRM-CSR Alignment

5.3 Increased Stakeholder Trust and Loyalty: By integrating CSR principles into HRM practices, organizations
can build trust and loyalty among stakeholders. Employees, customers, investors, and the community at large are
more likely to support organizations that prioritize ethical behavior, sustainability, and social impact. [17].[18]
Transparent communication of CSR initiatives and accomplishments fosters trust and confidence in the
organization's commitment to making a positive difference in society, strengthening relationships with
stakeholders and enhancing the organization's social license to operate.

5.4 Positive Impact on Recruitment, Retention, and Talent Acquisition: HRM practices aligned with CSR can
have a significant impact on recruitment, retention, and talent acquisition efforts. Job seekers increasingly
prioritize employers with strong CSR credentials, as they seek opportunities to contribute to meaningful work and
make a positive impact. [19],[20] Organizations that are perceived as socially responsible are better positioned to
attract top talent and retain employees who are motivated by a sense of purpose and alignment with the
organization's values. Additionally, employees who are engaged in CSR initiatives are more likely to become
brand ambassadors, positively influencing the organization's employer brand and reputation in the labor market.

5.5 Enhanced Employee Engagement and Performance: HRM practices that promote employee engagement
in CSR initiatives can lead to higher levels of employee engagement and performance. Engaged employees are
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more committed to their work, demonstrate greater discretionary effort, and are more likely to go above and
beyond to contribute to organizational success. [16] Involvement in CSR activities provides employees with
opportunities for skill development, collaboration, and leadership, which can enhance their sense of belonging
and connection to the organization. As a result, employees who are actively engaged in CSR initiatives are more
likely to exhibit higher levels of job performance, productivity, and innovation.

5.6 Alignment with Organizational Values and Mission: HRM practices aligned with CSR help reinforce
organizational values and mission, creating a cohesive and purpose-driven culture. When HR policies, practices,
and programs reflect the organization's commitment to social responsibility, employees are more likely to feel
aligned with the organization's overarching goals and objectives. [18]This alignment fosters a sense of unity and
shared purpose among employees, promoting collaboration, teamwork, and organizational citizenship behaviors.
Additionally, HRM practices that emphasize ethical behavior, fairness, and sustainability contribute to the
development of a values-based culture that guides decision-making and behavior at all levels of the organization.

Overall, the alignment of HRM practices with CSR initiatives offers numerous benefits for organizations,
employees, and stakeholders alike. By integrating CSR principles into HRM strategies, organizations can create
a positive workplace culture, enhance their reputation and brand image, and contribute to societal well-being while
driving sustainable business success.

6.Challenges of Aligning HRM Practices with Corporate Social Responsibility (CSR):

6.1 Resistance to Change and Skepticism Towards CSR: One of the primary challenges organizations face
when aligning HRM practices with CSR is resistance to change and skepticism towards CSR initiatives. [16]
Some employees may be resistant to adopting new practices or may question the motives behind CSR efforts,
particularly if they perceive them as superficial or insincere. Overcoming resistance to change requires effective
communication, leadership support, and a clear articulation of the benefits of CSR for both the organization and
its stakeholders.

6.2 Balancing Organizational Objectives with Employee Expectations: Balancing organizational objectives
with employee expectations can be challenging when implementing CSR initiatives through HRM practices. [19]
Employees may have diverse expectations regarding the scope and focus of CSR activities, and aligning these
expectations with the organization's strategic priorities can be complex. HR professionals must navigate this
balancing act by soliciting employee input, managing expectations transparently, and ensuring that CSR initiatives
align with both organizational and employee values.

6.3 Resource Constraints and Competing Priorities: Resource constraints and competing priorities can pose
significant challenges to the effective implementation of CSR-aligned HRM practices. Allocating sufficient
resources, including time, budget, and personnel, to CSR initiatives may compete with other organizational
priorities, such as revenue generation, cost reduction, or operational efficiency. HR professionals must advocate
for the necessary resources and demonstrate the business case for investing in CSR, highlighting the long-term
benefits and value creation for the organization.

6.4 Measuring and Evaluating CSR Impact: Measuring and evaluating the impact of CSR-aligned HRM
practices can be challenging due to the complexity of assessing social and environmental outcomes.
[20]Traditional HR metrics may not adequately capture the holistic impact of CSR initiatives on employee
engagement, organizational culture, and stakeholder relationships. Developing meaningful metrics and evaluation
frameworks requires collaboration across departments, alignment with organizational goals, and a commitment to
transparency and accountability.
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Figure 5 Challenges of HRM-CSR alignment

6.5 Ensuring Ethical Supply Chain Practices: Ensuring ethical supply chain practices is another challenge
organizations face when aligning HRM practices with CSR. HR professionals play a crucial role in vetting
suppliers, monitoring labor practices, and promoting ethical sourcing throughout the supply chain.[18],[19]
However, ensuring compliance with ethical standards can be challenging, particularly in global supply chains with
multiple stakeholders and complex logistical challenges. HR professionals must establish robust supplier
screening processes, conduct regular audits, and collaborate with other departments to address any ethical
violations or supply chain risks.

6.6 Cultural and Regulatory Differences: Cultural and regulatory differences across regions and countries
present challenges when implementing CSR-aligned HRM practices in multinational organizations. [15],[16]
What constitutes socially responsible behavior may vary depending on cultural norms, legal requirements, and
societal expectations. HR professionals must navigate these differences sensitively, adapting CSR strategies and
communication approaches to local contexts while ensuring consistency with overarching organizational values
and principles.

6.7 Maintaining Long-Term Commitment and Engagement: Maintaining long-term commitment and
engagement with CSR initiatives can be challenging, particularly as organizational priorities evolve over time.
[17] Without sustained leadership support and employee engagement, CSR initiatives may lose momentum or
become disconnected from the organization's core values and mission. HR professionals must continually
reinforce the importance of CSR, communicate its ongoing relevance, and actively involve employees in shaping
and implementing CSR strategies to ensure long-term commitment and engagement.

7. Empirical Evidence and Case Studies: -

Table 1 Case study with key findings.

Study/Cases Key Findings/Description

Jones and Kalmi (2013) - Organizations with HRM practices focused on
employee involvement, empowerment, and
development had higher levels of employee
engagement in CSR activities.

Rupp et al. (2013) - HRM practices such as employee training,
communication, and performance management
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were positively associated with employees'
perceptions of organizational CSR performance.

Patagonia - Patagonia, a leading outdoor apparel company,
fosters employee engagement in CSR activities
through HRM practices such as employee
empowerment, flexible work arrangements, and
sustainability-focused training programs.

Unilever - Unilever integrates CSR principles into
its HRM practices through initiatives like the
Unilever Sustainable Living Plan, aligning
sustainability goals with performance evaluations,
training programs, and incentives for CSR
contributions.

Orlitzky et al. (2011) - Organizations effectively aligning HRM
practices with CSR initiatives experience higher
levels of employee engagement, leading to
improved organizational performance and
stakeholder satisfaction.

Auguinis and Glavas (2012) A meta-analysis revealed a positive relationship
between CSR engagement and employee
outcomes such as job satisfaction, organizational
commitment, and job performance.

8.Conclusion: - The alignment of Human Resource Management (HRM) practices with Corporate Social
Responsibility (CSR) initiatives represents a critical strategy for organizations seeking to create sustainable value
for employees, stakeholders, and society as a whole. Through a comprehensive review of empirical evidence and
case studies, this paper has explored the role of HRM practices in fostering employee engagement towards CSR
and its implications for organizational outcomes. Empirical studies have consistently demonstrated a positive
relationship between HRM practices focused on employee involvement, empowerment, and development, and
higher levels of employee engagement in CSR activities. From recruitment and selection to performance
management and organizational culture, HRM practices play a pivotal role in shaping employees' perceptions of
organizational CSR performance and their willingness to actively contribute to CSR initiatives. Aligning HRM
practices with CSR is not without its challenges. Resistance to change, resource constraints, and cultural
differences can hinder the effective implementation of CSR-aligned HRM practices. Overcoming these challenges
requires strong leadership support, employee involvement, and a commitment to transparency and accountability.
Looking ahead, future research should continue to explore the mechanisms through which HRM practices
influence employee engagement in CSR, as well as the long-term impact on organizational performance and
societal well-being. By leveraging insights from empirical research and best practices, organizations can develop
HRM strategies that not only enhance employee satisfaction and retention but also contribute to sustainable
business success and positive social impact. In conclusion, the alignment of HRM practices with CSR represents
a powerful approach for organizations to create value for both their employees and society, fostering a culture of
purpose, ethics, and sustainability that drives long-term success and prosperity.

References: -

[1] Aguinis, H., & Glavas, A. (2012). What we know and don't know about corporate social responsibility: A
review and research agenda. Journal of Management, 38(4), 932-968.

[2] Jones, D. A., & Kalmi, P. (2013). Human resource management and corporate social responsibility: Evidence
from Europe. International Journal of Human Resource Management, 24(14), 2657-2674.

1567



Tuijin Jishu/Journal of Propulsion Technology
ISSN: 1001-4055
Vol. 45 No. 2 (2024)

[3] Rupp, D. E., Shao, R., Thornton, M. A., & Skarlicki, D. P. (2013). Applicants’ and employees’ reactions to
corporate social responsibility: The moderating effects of first-party justice perceptions and moral identity.
Personnel Psychology, 66(4), 895-933.

[4] Patagonia. (n.d.). Corporate Responsibility. Retrieved from https://www.patagonia.com/corporate-
responsibility.html

[5] Unilever. (n.d.). Sustainable Living. Retrieved from https://www.unilever.com/sustainable-living/

[6] Orlitzky, M., Schmidt, F. L., & Rynes, S. L. (2011). Corporate social and financial performance: A meta-
analysis. Organization Studies, 24(3), 403-441.

[7] Branco, M. C., & Rodrigues, L. L. (2006). Corporate social responsibility and resource-based perspectives.
Journal of Business Ethics, 69(2), 111-132.

[8] Macey, W. H., & Schneider, B. (2008). The meaning of employee engagement. Industrial and Organizational
Psychology, 1(1), 3-30.

[9] Guest, D. E. (2004). Employee engagement: A sceptical analysis. Journal of Organizational Behavior, 25(3),
293-315.

[10] Smith, P., Wokutch, R. E., Harrington, J. R., & Dennis, B. S. (2001). Business ethics and social responsibility
education: Shifting the worldview. Journal of Business Ethics, 32(2), 127-145.

[11] Kramar, R., & Syed, J. (2012). Human resource management in a global context: A critical approach. Palgrave
Macmillan.

[12] Milliman, J., Gatling, A., & Kim, K. (2020). The employee engagement mosaic: Connecting employees to
your organization's mission. Routledge.

[13] Glavas, A. (2016). Corporate social responsibility and employee engagement: Enabling employees to employ
more of their whole selves at work. Frontiers in Psychology, 7, 796.

[14] Jenkins, H. (2006). Small business champions for corporate social responsibility. Journal of Business Ethics,
67(3), 241-256.

[15] Boiral, O., & Paille, P. (2012). Organizational citizenship behaviour for the environment: Measurement and
validation. Journal of Business Ethics, 109(4), 431-445.

[16] Di Fabio, A., & Kenny, M. E. (2019). Promoting well-being: The contribution of emotional intelligence.
Frontiers in Psychology, 10, 2213.

[17] Ryan, R. M., & Deci, E. L. (2017). Self-determination theory: Basic psychological needs in motivation,
development, and wellness. Guilford Publications.

[18] Laszlo, C., & Zhexembayeva, N. (2011). Embedded sustainability: The next big competitive advantage.
Stanford University Press.

[19] Lepak, D. P., & Gowan, M. A. (2010). Human resource management: Managing employees for competitive
advantage. Pearson Education.

[20] Stahl, G. K., Bjorkman, I., Farndale, E., Morris, S., Paauwe, J., Stiles, P., ... & Wright, P. M. (2012). Six
principles of effective global talent management. MIT Sloan Management Review, 53(2), 25-32.

1568



