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Abstract
Purpose – The economic, financial and social crisis has heightened researchers’ interest in the importance
of organizational sustainability and resources (e.g. work engagement and psychological capital) for
performance. Despite some studies demonstrating the significance of resources, such as work engagement
and psychological capital, for workers’ performance, there is limited knowledge regarding the role of
organizational sustainability practices (OSP) in the relationship mentioned above. Therefore, this study drew
upon the social identity theory to conceptualize and test the mediating role of work engagement in the
relationship between OSP and performance (both task and adaptive). Based on the conservation of resources
theory, it was hypothesized that a worker’s resource – psychological capital – would moderate the indirect
relationship between social responsibility practices and performance (both task and adaptive).
Design/methodology/approach – To test the proposed model, 304 adults participated in a two-wave
study.
Findings – The results supported the hypotheses, revealing that OSP had a positive and significant
relationship with task and adaptive performance, occurring through work engagement. Furthermore, the
indirect relationship between OSP and performance task and adaptive through work engagement was
moderated by psychological capital, such that the relationship became stronger for workers with lower levels
of psychological capital.
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Originality/value – The relevance of this research lies in its ability to identify the conditions and
mechanisms in which corporate social responsibility initiatives are most effective, thereby enabling a more
nuanced application of these practices across different sectors and organizational cultures. This study’s
theoretical and practical implications may assist organizations in devising strategies for implementing social
responsibility practices to enhance their outcomes.

Keywords Organizational sustainability practices, Work-engagement, Performance,
Psychological capital

Paper type Research paper

Introduction
Recently, society has been marked by globalization that increasingly highlights the
importance of practices contributing to its growth and development. Organizational
sustainability practices (OSP) have been gaining prominence in organizational strategy due
to the positive outcomes they foster (Lindgreen and Swaen, 2010).

Sustainable development is a comprehensive concept, often defined following the
Brundtland Report (Powell et al., 2013), which described it as “[. . .] development that meets
the needs of the present without compromising the ability of future generations to meet their
own needs” (World Commission on Environment and Development, 1987, Chapter 2,
Section 4). The realization of sustainability involves adopting actions, such as corporate
social responsibility (CSR) practices, aimed at achieving sustainable development, which
represents the ultimate goal of sustainability. Organizational sustainability aligns with
these principles and is defined as the implementation of sustainability within organizational
contexts (Baumgartner and Ebner, 2010; Dyllick andMuff, 2016).

There is a consensus that organizational sustainability often encompasses CSR. CSR can
be understood as “business contribution to sustainable development” (Observat!orio das
PME Europeias, 2002, p. 12). CSR practices refer to corporate policies and actions that lead
organizations to take responsibility for societal interests and development (Carroll and
Shabana, 2010). In other words, CSR practices manifest in corporate activities, such as
policies, programs and voluntary strategies driven by the perceived expectations of different
stakeholders in the company (Yadlapalli et al., 2020). Davis (1973) described the concept as a
combination of social benefits and economic gains where organizations promote societal
improvement. Thus, it can be said that CSR practices involve the voluntary integration of
good social, environmental, labor and economic practices into the operation of each entity,
positively contributing to society and the management of each organization’s impact
(Demastus and Landrum, 2024). On the other hand, CSR practices involve a set of adapted
policies and practices with specific goals to respond to internal market and community
demands (Zhao et al., 2022).

The social identity theory (SIT; Tajfel, 1972) explains how CSR practices positively
influence both the employee and the organization. The fundamental concept of SIT revolves
around the idea that an individual’s identification with a specific social group influences
their behavior concerning that group membership (Ellemers et al., 1999). Furthermore,
individuals tend to favor members of their own group over those from other groups
(Scheepers and Ellemers, 2019; Tajfel, 1970). This is because individuals describe
themselves in terms of social groups (organization, political affiliations, clubs, etc.) to which
they belong (Hogg and Abrams, 1988) and consider the success/failure of the group as their
own personal success/failure. To distinguish themselves from others, individuals strive for a
positive social identity and membership in a socially responsible group provides employees
with that sense of identification. Thus, according to SIT, being a member of a socially
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responsible organization can provide employees with psychological distinction in terms of
values and organizational practices (Turker, 2009a).

Existing studies have applied the SIT to elucidate processes within the employee–
organization relationship (Mahmood et al., 2021). For example, some studies have sought to
understand employees’ behaviors (Jones et al., 2019; Scheepers and Ellemers, 2019; Wang
et al., 2017), examining mechanisms through which perceived CSR is linked to employees’
sustainable behaviors (Cheema et al., 2020). These studies have assumed that the effect of
perceived CSR on employees’ behavior was due to the mediation of organizational
identification indicators (e.g. work engagement; Mahmood et al., 2020a). For example, Story
and Castanheira (2019) showed that CSR impacted employees’ performance through job
satisfaction. Similarly, Ali et al. (2020) evidenced a significant indirect effect of CSR on
performance via employee engagement. Also, Abdullah et al. (2017) tested the positive
impact of perceived CSR on employee performance through organizational identification,
and Murray et al. (2015) highlighted that work engagement (a positive affective–
motivational attitude divided into three dimensions: vigor, absorption and dedication;
Bakker, 2010) was an indicator of organizational identification. Jones (2010) also
demonstrated that pride in working for a socially responsible organization boosted
employees’ self-confidence, leading them to feel prouder about their work, and resulting in
increased work engagement (Hackman and Oldham, 1980). In summary, SIT (Tajfel, 1972) is
related to CSR, work engagement and performance because it predicts a strong relationship
between employees’ sense of organizational identity, organizational image and
performance.

Although some studies have examined the impact of employees’ perception of CSR on
various outcomes, such as organizational performance (Ali et al., 2020; Islam et al., 2021),
studies focused on individual differences, such as psychological capital, remain scarce.
According to Luthans et al. (2007), psychological capital is a personal resource, consisting of
four positive psychological characteristics: self-efficacy, optimism, hope and resilience.
Psychological capital, as a personal resource, may positively shape how individuals react to
CSR practices and, as such, strengthen the relationship between these practices and
performance through work engagement. However, as argued by Zhao et al. (2022), it is
necessary to understand which conditions can intensify or dampen the impact of CSR on
employee behaviors, such as performance.

Therefore, this study aimed to expand the knowledge in this area and tested:
! the mediating role of work engagement in the relationship between CSR practices

and performance (both task and adaptive); and
! the moderating role of psychological capital in the relationship between CSR

practices and performance through work engagement.

This study is relevant as it may contribute to expanding empirical knowledge about how
and for whom CSR practices lead to increased levels of performance, thereby enabling a
more nuanced application of these practices across different sectors and organizational
cultures. By understanding how it occurs, and when is mostly needed, the findings may
support managers in delineating effective interventions that can both improve employees’
work engagement and performance. Furthermore, in an era in which sustainable issues are
still not highly valued, it is crucial to discuss, research and intervene in the organizational
context to find ways to reduce the global ecological footprint and preserve resources for
future generations. Therefore, it is important to study CSR practices to contribute to
expanding knowledge about them and better understand their effects. Finally, by expanding
the investigation in these directions, the study can offer comprehensive insights into the
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strategic implementation of CSR practices, providing valuable guidance for organizations
seeking to leverage CSR for enhanced performance and employee engagement. This, in turn,
could lead to more effective interventions that not only bolster the bottom line but also
contribute to social and environmental well-being.

Theoretical background
Organizational sustainability and corporate social responsibility
Sustainable development is a comprehensive concept, often defined following the
Brundtland Report (Powell et al., 2013), which described it as “[. . .] development that meets
the needs of the present without compromising the ability of future generations to meet their
own needs” (World Commission on Environment and Development, 1987, Chapter 2,
Section 4). The realization of sustainability involves adopting actions and behaviors aimed
at achieving sustainable development, which represents the goal of sustainability.
Organizational sustainability aligns with these principles and is defined as the
implementation of sustainability within organizational contexts (Baumgartner and Ebner,
2010; Dyllick and Muff, 2016). There is a consensus that the management and assessment of
environmental, social and economic resources shape the practices of sustainability and often
are referred to as CSR practices (Montiel and Delgado-Ceballos, 2014).

There are various definitions and competitive theories in the literature that have
contributed to explaining CSR. For instance, Davis (1960, p. 70) defined it as “the decisions
and actions of businessmen taken for reasons at least partially beyond the direct economic
or technical interest of the company.” Later, in 1973, Davis refined the previous definition,
separating economic, technical and legal obligations from the social responsibilities of
businesses. Eells andWalton (1984, p. 274) stated that “in its broadest sense, CSR represents
a concern for the needs and goals of society that goes beyond merely economic
considerations”. Later, Carroll (1999) proposed a new conceptualization of CSR that
emphasized a distinction between economic and noneconomic dimensions. He suggested
that the economic dimension referred to what the business does for itself in terms of
economic and financial gains, whereas the noneconomic dimension represents what CSR
does for other stakeholders (i.e. indirect gains). Bowen (2013) defined CSR as the duty of
managers to pursue policies, make decisions or guide actions that are desirable in terms of
society’s objectives and values. Thus, CSR is a concept integrated into the social, political,
economic and institutional context, creating a significant link between the organization and
stakeholders.

The stakeholder concept is crucial to CSR because, according to Hansen et al. (2011),
research on CSR tends to focus on external stakeholders and outcomes rather than internal
aspects that relate CSR to performance, such as employees. Internal CSR practices refer to
practices directly related to the physical and psychological workplace environment (Turker,
2009a). It also manifests in concerns for employees’ health and well-being (Wojtaszczyk,
2008), their training and participation in the organization (Brammer and Millington, 2005),
equal opportunities (Newman and Vries, 2011), as well as work–family boundaries
(Marchese and Bassham, 2002). On the other hand, external CSR practices refer to actions
directed at the local community, business partners and suppliers, customers, public
authorities and non-governmental development organizations (Al-bdour et al., 2010).

Relationship between corporate social responsibility and performance
According to the SIT (Tajfel, 1972), individuals describe themselves in terms of their
membership in social groups (nation, organization and political affiliations) (Hogg and
Abrams, 1988). The main assumptions of the theory are that individuals tend to favor
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members of their own group over those from other groups (Tajfel, 1970) and that the
success/failure of the group is their own personal success/failure. In other words, the
characteristics of the social group to which they belong (in this case, the organization)
should be congruent with the worker’s personal values. When this happens, a strong social
bond can be created between the worker and the organization (Hogg and Abrams, 1988).
The theory also argues that an individual’s identification with a specific social group
influences their behavior concerning that group membership (Ellemers et al., 1999). Plus, to
distinguish themselves from other colleagues, individuals strive to obtain a positive social
identity, which can be achieved when they perceive their organization as one that positively
stands out from others, for example, through the practice of socially responsible actions.
That is, belonging to a socially responsible organization can provide workers with a positive
psychological distinction in terms of organizational values and practices (Turker, 2009b).

The literature considers this theory important for predicting employees’ positive
behavior (Bu et al., 2022; Chattopahyay and George, 2001; Nason et al., 2018). For instance,
Jones et al. (2019) examined the mechanism through which perceived CSR was linked to
employees’ sustainable behaviors. Cheema et al. (2020) established the effect of perceived
CSR in reducing negative employee behavior with the mediation of organizational
identification. And Mahmood et al. (2020a) tested the positive impact of perceived CSR on
employee performance. Indeed, workers’ perceptions of the organization have been
identified as a significant predictor of their attitudes, behavior and performance (Rupp et al.,
2013).

Performance (Jamal, 2011, p. 20) can be defined as “. . .the activity in which an employee
can successfully fulfill the task, subject to the normal constraints of available resources”. In
other words, performance involves actions and behaviors essential for the organization’s
goals. Due to various changes in work dynamics over time, there was a need to develop
performance categories: task performance and adaptive performance. Task performance is
related to what workers perform in their daily routines; it is the contribution that they make
to organizational goals and productivity, enabling organizations’ effective functioning
(Motowidlo and Van Scatter, 1994; Motowidlo et al., 1997). Task performance encompasses a
set of requirements formally described and established by organizations (Sonnentag et al.,
2008). Adaptive performance is defined as the set of essential skills for employees to be able
to respond efficiently to organizational demands, changes and uncertainties they are
exposed (Griffin et al., 2007; Shoss et al., 2012). Thus, adaptive behaviors are expressed
through actions performed in the face of changing situations or their anticipation,
demonstrating high levels of work adaptivity (Marques-Quinteiro et al., 2018). Currently,
there is great instability in work environments, increasing the need for organizations to
integrate employees capable of adapting themselves to such situations (Pulakos et al., 2000;
Park and Park, 2019).

According to the SIT (Tajfel, 1972), when workers have a positive perception of the
organization they belong to, they tend to develop a similarly positive identification with it.
This identification tends to enhance their contributions to the organization, in the form of
enhanced performance (Bu et al., 2022; Cao and Lee, 2023; Murray et al., 2015). According to
Turker (2009a), being a member of a socially responsible organization can give employees
psychological distinction in terms of organizational values and practices, contributing to
increased organizational identification and improved performance (Zhao et al., 2022). Thus,
CSR by helping employees to satisfy their needs for distinction and belonging to
distinctively valued social groups, contributes to a better employee–organization
relationship, ultimately determining their engagement and performance (Gullifor et al.,
2023).
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Empirically, CSR has been positively related to several positive behaviors such as
organizational citizenship behaviors (Aguinis et al., 2020), intention to stay (Dhar et al.,
2022), job-seeking intentions (Gully et al., 2013) and job performance (Karim et al., 2023).
Thus, based on the SIT and empirical evidence, the following hypotheses were formulated:

H1. CSR practices have a positive relationship with task and adaptive performance.

Mediating role of work engagement
According to Selvarasu and Sastry (2014), performance is influenced by the level of work
engagement; that is, a highly engaged employee tends to exert more effort to benefit the
organization, enhancing performance (Ologbo and Sofian, 2013). On the other hand, Kahn
(1990) stated that work engagement is related to what the organization does and
promotes (e.g. CSR practices). From the social exchange perspective (Blau, 1964), if the
organization promotes CSR practices consistent with workers’ values, they are likely to
feel obligated to reciprocate and contribute more to the organization, and as such tend to
be more engaged in it.

Work engagement is defined as “[. . .] a positive, fulfilling work-related state of mind
characterized by vigor, dedication, and absorption” (Schaufeli et al., 2002, p. 74). It is a
positive affective–cognitive state of well-being at work, promoting employees’ involvement
in their roles, increasing their absorption in their tasks and enhancing their energy and
enthusiasm for work (Bakker, 2017). Work engagement comprises three dimensions: vigor,
dedication and absorption. Vigor relates to energy, mental resilience, effort and persistence
when facing challenges. Dedication is demonstrated by the high commitment, enthusiasm
and the perceived identification between the worker and their job. Finally, absorption is
reflected in the worker’s focus and total immersion in performing tasks (Wood et al., 2020;
Yalabik et al., 2013).

The SIT (Tajfel, 1972) helps to understand how CSR promotes work engagement.
According to the theory, workers tend to seek positive social distinction through their sense
of belonging to various social groups (in this case, the organization). When they feel they
belong to an organization that allows them to socially distinguish themselves positively,
their identification with the organization increases, and consequently, their work
engagement (Chaudary and Ali, 2016). Thus, being a member of a socially responsible
organization can give employees psychological distinction in terms of organizational values
and practices and enhance their commitment and work engagement to the organization (Cao
and Lee, 2023; Turker, 2009a).

Work engagement is an important personal resource that has been shown to influence
performance, as advocated by the Job Demands-Resources (JD-R) model (Xanthopoulou
et al., 2009). Complementarily, according to the conservation of resources theory (COR;
Hobfoll, 1989), individuals are motivated to attain, retain, develop and protect resources.
Therefore, workers with higher levels of resources are more likely to exhibit better
performance (Delhey et al., 2023). Therefore, based on this theoretical perspective and
empirical evidence, CSR by promoting a strong identification between employees and the
organization, not only enhances work engagement but also contributes to a better
employee–organization relationship that ultimately determines how much employees bring
their true selves to work and produce more (Scheepers and Ellemers, 2019).

Based on the SIT, we argue that work engagement will be a mechanism through which
CSRmay influence employees’ performance:
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H2. Work engagement mediates the positive relationship between CSR practices and
task and adaptive performance.

Moderating role of psychological capital
The way CSR practices influence both work engagement and performance can vary from
person to person and depending on their personal resources. From the perspective of the
COR (Hobfoll, 1989), psychological capital is a crucial personal resource as it shapes how
individuals react to what happens.

According to Luthans et al. (2007) and Luthans and Youssef-Morgan (2017),
psychological capital is defined as an individual’s state of psychological development. The
psychological capacities include self-efficacy (the ability to organize and execute actions to
achieve goals), optimism (a disposition to see the positive side of situations), hope (the belief
in the possibility of achieving one’s desires) and resilience (the ability to overcome and
recover from adversities). Psychological capital is also characterized as a psychological
factor of positivity because it encompasses these four positive psychological capacities
(Rodrigues and Junça Silva, 2024).

The COR (Hobfoll, 1989) argues that personal resources are crucial to avoid stress and,
consequently, improving positive attitudes and behaviors. The main assumption of the
theory suggests that people tend to preserve, conserve and acquire more resources as these
help in implementing active coping strategies to deal with work demands (Hobfoll et al.,
2018) and daily negative micro-events (Junça-Silva and Caetano, 2023). For the theory,
psychological capital and its sub-dimensions are a fundamental resource at work (Avey
et al., 2009). Furthermore, for the JD-R model (Demerouti et al., 2001), psychological capital is
also a fundamental resource that acts as a moderator of the relationship between diverse
organizational practices (e.g. CSR) and work engagement (Grover et al., 2018). Hence,
psychological capital may be a boundary condition that shapes how employees perceive
CSR practices and how it influences their work engagement levels, and consequently, their
performance.

Some studies have shown that psychological capital is a condition that can both intensify
and buffer the impact of diverse organizational practices (e.g. CSR) or job characteristics on
performance (Delhey et al., 2023; Luthans et al., 2005; Luthans and Youssef-Morgan, 2017).
For instance, Tsaur et al. (2019) demonstrated that individuals in positive work
environments with higher levels of psychological capital tend to react more favorably to the
work environment and, therefore, exhibit more positive behaviors. Also, Karatepe and
Karadas (2015) showed that employees with higher levels of psychological capital exhibit
higher satisfaction with organizational practices and working conditions because they are
more resilient, hopeful and optimistic about their workplace, leading them to perform their
functions more efficiently. Employees with higher levels of psychological capital are not
only more aware of negative factors that may arise in their daily work but also more capable
of overcoming them (Avey et al., 2010a, b; Xerri et al., 2023). Other studies have shown that
employees with higher levels of psychological capital can more effectively use and handle
their work resources, maintain a more positive view of working conditions and have higher
performance levels (Chaffin et al., 2023). Thus, based on empirical evidence, the following
hypothesis was formulated:

H3. Psychological capital moderates the relationship between CSR practices and work
engagement in such a way that the relationship will be stronger for individuals
with lower levels of psychological capital (versus higher).
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Individuals with higher levels of psychological capital will need less contextual and external
influences (i.e. CSR practices) to become more engaged with their work and contribute more
to the organization’s results (Junça-Silva et al., 2023). Psychologically strong individuals, i.e.
those with higher psychological capital, are less volatile to external influences, feel well and
have more positive behaviors; this happens because these individuals can more effectively
manage negative events and daily adversities and maintain high-performance levels, even
on negative days (Mosteo et al., 2023). Therefore, individuals with lower levels of
psychological capital will be more vulnerable or will need to identify more with their
organization (through CSR practices) to become engaged and achieve better performances.

Based on the above, the following hypothesis was defined:

H4. Psychological capital moderates the indirect relationship between CSR practices
and task and adaptive performance, in such a way that the relationship becomes
stronger for lower levels of psychological capital (versus higher) (Figure 1).

Method
Procedure and participants
The ethics committee of the first author’s university approved the study before it started.
Two waves of data were collected to minimize the potential common method variance
problem. In the first stage (Time 1), 450 surveys were distributed to employees who worked
in managerial occupations. These were part of the researchers’ professional networks. This
first contact was made by e-mail in which the research purpose and scope were clarified, and
the anonymity and confidentiality of the data were warranted to ensure that participation
was voluntary. Those who answered this e-mail received another one with the link for the
Time 1 survey: this survey incorporated measures of CSR practices, work engagement and
sociodemographic characteristics. In total, 388 responses were received, yielding a response
rate of 86.2%. In the second stage (Time 2), one week later, questionnaires to measure
psychological capital and performance were sent to the 388 participants who answered
the first survey. At this stage, 331 completed surveys were gathered, generating a response
rate of 73.5%. However, only 304 valid responses were considered after excluding invalid
surveys (completed in less than 2 min or perfunctory answers), with an overall response rate
of 67.5%. According to a power analysis (effect size of 0.2, error probability of 0.05), this
sample size was considered sufficient.

Data was collected between February and April 2023. In addition to the two-wave data
collection, other precautionary measures were used to minimize potential common method

Figure 1.
Proposed moderated
mediation model
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bias (CMB) (Podsakoff et al., 2003). All participants voluntarily and anonymously answered
the online survey. Furthermore, the items were randomized and attention was set to
screening questions in both surveys.

The participants included full-time working adults frommanagerial positions working in
Portugal. Of the overall sample, 66.4% were female. The mean age was 38 years (SD ¼
11.14), and the mean organizational tenure was 17 years (SD¼ 11.53). Participants reported
working on average 36 h per week (SD ¼ 11.71). About 61.2% were permanent employees,
18.4% were temporary employees and 9.5% were self-employed. Finally, the majority
worked in large organizations (with more than 50 employees; 38.9%), followed by those
working in small organizations (up to nine employees; 22.7%), and finally, 18.4% indicated
working in a medium-sized organization (between 10 and 49 employees) (see Table 1 for a
synthesis).

Measures
All the scales used have shown high reliability and validity in previous research. All the
variables were measured with a five-point Likert scale ranging from strongly disagree (1) to
strongly agree (5). Following Brislin’s (1986) cross-cultural translation procedure, two
bilingual academic researchers conducted the back-translation process to translate the
English items into Portuguese. Moreover, we invited two experts in performance studies to
review the initial draft of the Portuguese surveys and to make some revisions to the item
wording and instructions for respondents to increase the content validity (Wang et al., 2021).
A pilot study with 83 employees in Portuguese organizations (not part of the final sample)
was initially conducted to assure content validity.

CSR practices (T1): To assess perceived CSR practices, the CSR scale (Turker, 2009a)
was used. It included 18 items subdivided into the following dimensions: CSR for society
(e.g. “Our organization contributes to campaigns and projects that promote the well-being of
society.”); for employees (e.g. “Our organization’s management is primarily concerned with
the needs and desires of workers.”); for customers (e.g. “Customer satisfaction is very
important to our company.”); for governmental entities (e.g. “Our organization always pays
its taxes on a regular and continuous basis.”); and general CSR (e.g. “Our organization
participates in activities aimed at protecting and improving environmental quality.”). The
Cronbach’s a in this study was 0.94 and theMcDonald’s was 0.93.

Table 1.
Sample

characteristics

Sample characteristics % M (SD)

Female 66.4 –
Male 33.6 –
Permanent contract with the organization 61.2 –
Temporary employee 18.4 –
Self-employee 9.5 –
Large organizations (with more than 50 employees) 38.9 –
Small organizations (up to nine employees) 22.7 –
Medium organization (between 10 and 49 employees) 18.4 –
Age – 38 (11.14)
Tenure – 17 (11.53)
Weekly working hours – 36 (11.71)

Source:Authors’ own work
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Work engagement (T1). To measure work engagement, the three item-Ultra Short Scale
for Work Engagement (Schaufeli, 2018) was used. An item example is “I have felt full of
energy at my work”. The Cronbach’s a in this study was 0.94 and the McDonald’s was
0.93.

Psychological capital (T2). Psychological capital was measured using the shortened
version of the Psychological Capital Questionnaire (Luthans et al., 2007). It includes 12
items that assess four dimensions: self-efficacy (three items, e.g. “I feel confident
representing my work area in meetings with management”), hope (four items, e.g. “if I feel
stuck at work, I think of many ways to solve the problem”), resilience (three items, e.g. “I
usually deal with stressful issues easily”) and optimism (two items, e.g. “I always see the
bright side of things about my work”). The Cronbach’s a in this study was 0.94 and the
McDonald’s was 0.95.

Performance (T2). To measure adaptive and task performance, six items from the job
performance scale were used (Griffin et al., 2007). An item example of task performance is “I
carried out the core parts of your job well” and an item example of adaptive performance is
“I coped with changes to the way you have to do your core tasks”. The Cronbach’s a for task
proficiency was 0.81 and the McDonald’s was 0.82. For task adaptivity, Cronbach’s a and
theMcDonald’s were 0.90.

Control variables.We controlled the gender and age as both measures could influence the
mediator (work engagement) and the criterion variables (performance) (Griffin et al., 2007).

Data analyses
First, internal consistencies and descriptive analyses of the study variables, along with
their correlations, were examined. Subsequently, to test H1, linear regression analyses
were conducted. To assess H2, Model 4 of the PROCESS macro in SPSS (Hayes, 2018)
was used. This macro is particularly relevant for estimating indirect effects as it uses the
bootstrapping method (5,000 iterations), allowing for the calculation of confidence
intervals (CIs). For H3, Model 1 was used, and to test H4, i.e. the moderated mediation,
Model 7 of the PROCESS macro (Hayes, 2018) was used. Product terms (moderations)
were centered at their mean values, and the bootstrapping method (5,000 iterations) was
applied to obtain CI.

Results
Reliability and validity issues
First, the validity of the measures was shown because more than 50% of the total variance
in each latent variable (64%–94%) was explained by the indicators (Carmines and Zeller,
1979). Second, the construct reliability (0.81–0.94) of all variables provided the internal
consistency of the measures (Fornell and Larcker, 1981). This together with the average
variance extracted (AVE) (0.66–0.87) suggested acceptable convergent validity (Fornell and
Larcker, 1981). Third, the results of confirmatory factor analyses (CFA) revealed that the
hypothesized five-factor model (CSR, work engagement, psychological capital task and
adaptive performance) had better-fit indices (x2/df ¼ 4.29, p < 0.01, root mean square error
of approximation (RMSEA) ¼ 0.07, comparative fit index (CFI) ¼ 0.98, Tucker-Lewis index
(TLI) ¼ 0.98, standardized root mean square residual (SRMR) ¼ 0.08) compared with
alternative models, such as the four-factor model grouping both indicators of job
performance (x2/df¼ 4.48, p< 0.01, RMSEA¼ 0.11, CFI¼ 0.98, TLI¼ 0.98, SRMR¼ 0.09),
which initially supported the discriminant validity (Xu et al., 2020). The square roots of the
AVE of variables were larger than the correlations between the focal variable and other
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variables (Table 1), which also evidenced acceptable discriminant validity (Fornell and
Larcker, 1981).

Common method bias examinations
Several statistical measures were taken to examine CMB. First, the unrotated factor results
of Harman’s one-factor test show that the first factor accounted for 35.65% of the total
variance (<50%), revealing that there was no unique factor playing a major role in
explaining the variance of the criterion variables (Podsakoff et al., 2012). Moreover, when
conducting the CFA, the unmeasured latent method construct technique was adopted
(Williams, 2003) by including an extra latent variable named “CMB” on which all items of
the five variables were loaded. The results showed that the five-factor model with CMB
(x2/df ¼ 7.99, p < 0.01, RMSEA ¼ 0.15, CFI ¼ 0.96, TLI ¼ 0.96, SRMR ¼ 0.12) was
significantly worse than the five-factor model. Hence, there were no severe biasing effects
due to CMB (Williams, 2003).

Descriptive statistics and correlations
The descriptive statistics and correlations of all variables are shown in Table 2 – the
relatively close correlations provided preliminary support for the hypotheses under study.

Hypotheses testing
H1. H1 assumed that CSR practices would have a positive and significant relationship with
task and adaptive performance. The results of two linear regressions showed a statistically
significant direct relationship between CSR and task performance (b ¼ 0.20, t (1,302) ¼ 3.33,
p < 0.001; F (1,302) ¼ 11.11, p < 0.001 with R2 ¼ 0.03) and adaptive performance (b ¼ 0.33,
t (1,302) ¼ 5.81, p < 0.001; F (1,302) ¼ 33.73, p < 0.001 with R2 ¼ 0.10). This means that when
organizations adopt CSR practices, employees tend to achieve higher task and adaptive
performances. Therefore,H1a andH1b received support from the data.

H2. To test H2, two mediation analyses (Model 4) were conducted using the PROCESS
macro in SPSS (Hayes, 2018). H2 predicted that the relationship between CSR and task and
adaptive performance would be mediated by work engagement. According to the results,
the indirect effect of CSR on task performance through work engagement was 0.11, with a
95% CI [0.03, 0.19] that did not include zero, indicating a statistically significant indirect
effect. The model explained 4% (R2 ¼ 0.04, p < 0.01) of the variance in task performance.
The relationships between CSR and work engagement (a; B ¼ 0.59, p <0.001) and between
work engagement and task performance (b; B ¼ 0.18, p < 0.001) were significant. The total
effect (c; B ¼ 0.20, p < 0.01) between CSR and task performance was also significant. After
the introduction of work engagement, the effect of CSR on task performance became
statistically nonsignificant (c’; B ¼ 0.09, p > 0.05), revealing a full mediation. Therefore,
when organizations adopt CSR practices, employees tend to become more engaged with
their work, increasing their task performance levels. Thus,H2awas supported by the data.

For H2b (adaptive performance), the results showed a statistically significant indirect
effect (B ¼ 0.23, 95% CI [0.16, 0.31]. The model explained 11% (R2 ¼ 0.11, p < 0.001) of the
variance in adaptive performance. The relationships between CSR and work engagement (a;
B¼ 0.59, p < 0.001) and between work engagement and adaptive performance (b; B¼ 0.39,
p < 0.001) were significant. The total effect (c; B ¼ 0.32, p < 0.001) was also significant.
After the introduction of work engagement into the equation, the effect of CSR on adaptive
performance became statistically nonsignificant (c’; B ¼ 0.09, p > 0.05), indicating a full
mediation. In other words, when CSR practices tend to improve employees’ levels of work
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engagement that, in turn, enhance their adaptive performance. Thus, H2b also received
support from the data (Table 3).

H3. H3 assumed that psychological capital moderates the relationship between social
responsibility practices and work engagement. To test the hypothesis, Model 1 from
PROCESS (Hayes, 2018) was used. The results revealed a significant interaction effect
between social responsibility practices and psychological capital [B ¼ #0.21, SE ¼ 0.06,
DR2¼ 0.03, F (1, 298)¼ 12.94, p> 0.001]. Therefore,H3 received support from the data.

H4. H4 expected that the indirect effect of social responsibility practices on task and
adaptive performance through work engagement would be dependent on the moderation of
psychological capital, such that this effect would be stronger for individuals with lower
levels of psychological capital. To test this hypothesis, the moderation of the mediation
model usedModel 7 from PROCESS.

Regarding H4a (task performance), the results revealed that the index associated with
the moderation of mediation was statistically significant (B¼#0.04, 95% CI [#0.08,#0.01])
(Table 4).

Table 3.
Hypothesis testing:

indirect effect results

Model 1 Model 2 Model 3
Work engagement Task performance Adaptive performance

B SE b SE B SE

Intercept 1.09*** 0.28 2.99*** 0.29 2.33*** 0.25
CSR 0.59*** 0.06 0.09 0.07 0.09 0.06
Work engagement – – 0.18** 0.06 0.39*** 0.05
Gendera #0.01* 0.00 #0.07 0.10 #0.13 0.09
Age 0.01 0.10 #0.00 0.00 #0.00 0.00
F 35.89*** 5.39*** 26.15***
R2 0.26 0.07 0.26
Df 3, 300 4, 299 4, 299
Direct effectb 0.59*** 0.06 0.09 0.07 0.09 0.06
Indirect effectc 0.11 0.04 0.23** 0.04
CI 95% indirect effect 0.03 0.19 0.16 0.31

Notes: CI ¼ confidence interval; n ¼ 304; Unstandardized regression coefficients; a0 ¼ male; 2 ¼ female
bDirect effect of CSR on work engagement and task and adaptive performance c Indirect Effect of CSR on
task and adaptive performance through work engagement; *p< 0.05; **p< 0.01; ***p< 0.001
Source:Authors’ own work

Table 4.
Hypothesis testing:

moderated mediation
results (task
performance)

Work engagement Task performance

CSR 0.45***, R2¼ 0.39 0.09, R2¼ 0.07
Work engagement – 0.18***
Psychological capital 0.41*** –
CSR * psychological capital #0.21*** –
Gendera 0.02 #0.07
Age 0.01 #0.00
R2 ¼0.39F (5, 298)¼ 38.69, p< 0.001, DR2¼ 0.03, F (1, 298) ¼ 12.93, p< 0.001

Notes: n ¼ 304; Unstandardized regression coefficients; a0 ¼ male; 2 ¼ female; *p < 0.05; **p < 0.01;
***p< 0.001
Source:Authors’ own work
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The significant interaction indicated that the indirect effect varied according to different
levels of the moderating variable, in this case, psychological capital. Analyzing the simple
slopes, as suggested by Dawson and Richter (2006), it was concluded that the indirect effect
was significant and stronger when psychological capital was at lower levels (#1 SD: B ¼
0.11, SE ¼ 0.04, p < 0.01, 95% CI [0.03, 0.20]) and gradually weakened as psychological
capital increased (M: B ¼ 0.08, SE ¼ 0.03, p > 0.01, 95% CI [0.02, 0.14]; þ1 SD: B ¼ 0.05,
SE¼ 0.02, p < 0.01, 95% CI [0.01, 0.10]) (Figure 2). This means that those who scored lower
on psychological capital were more dependent on the indirect relationship between CSR and
task performance through work engagement. Thus,H4was supported by the data.

Regarding H4b (adaptive performance), the results revealed that the index associated
with the moderation of mediation was statistically significant (B ¼ #0.08, 95% CI [#0.14,
#0.04]) (Table 5).

Figure 2.
Interaction effect
between CSR and
psychological capital
regarding task
performance

Table 5.
Hypothesis testing:
moderated mediation
results (adaptive
performance)

Work engagement Adaptative performance

CSR 0.45***, R2 ¼ 0.39 0.09, R2 ¼ 0.26**
Work engagement – 0.39***
Psychological capital 0.41*** –
CSR * psychological capital #0.21*** –
Gendera 0.02 #0.13
Age 0.01 #0.00
R2 ¼ 0.39F (5, 298)¼ 38.69, p< 0.001, DR2¼ 0.03, F (1, 298) ¼ 12.93, p< 0.001

Notes: n ¼ 304; Unstandardized regression coefficients; a0 ¼ male, 2 ¼ female; *p < 0.05; **p < 0.01;
***p< 0.001
Source:Authors’ own work
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Analyzing the simple slopes, it was concluded that the indirect effect was significant and
stronger when psychological capital was at lower levels (#1 SD: B ¼ 0.24, SE ¼ 0.04, p <
0.01, 95% CI [0.17, 0.33]) and gradually weakened as psychological capital increased (M: B¼
0.18, SE ¼ 0.03, p > 0.01, 95% CI [0.12, 0.24];þ1 SD: B ¼ 0.11, SE ¼ 0.03, p < 0.01, 95% CI
[0.05, 0.17]) (Figure 3). Hence, those with lower levels of psychological capital dependedmore
on the indirect relationship between CSR and adaptive performance through work
engagement. Thus,H4b was also supported by the data.

Discussion
This research is based on the SIT to analyze the mediating role of work engagement in the
relationship between CSR practices and task and adaptive performance. Furthermore, it
relies on the resources perspective to test the moderating role of psychological capital in this
relationship.

The results show a positive relationship between CSR and task and adaptive
performance. In other words, when CSR practices are positively perceived, employees
become more adaptable (Motowidlo and Van Scatter, 1994; Motowidlo et al., 1997) and
efficient (Griffin et al., 2007; Shoss et al., 2012). Thus, CSR practices not only enhance the
organization’s attractiveness to external stakeholders but also contribute to better
internal functioning (Zhao et al., 2022). The findings also highlight that work engagement
is a mechanism through which employees’ perceptions of CSR practices positively
contribute to higher performance levels, but this indirect path is moderated by
employees’ psychological capital. Specifically, the lower the employee’s psychological
capital, the stronger the path between CSR practices and performance through work
engagement. Thus, there appears to be an affective mechanism linking CSR practices to
improved performance and a personal resource that acts as a boundary condition shaping
this relationship.

Figure 3.
Interaction effect
between CSR and

psychological capital
regarding adaptive

performance
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Theoretical implications
This study has some theoretical implications for the literature that focuses on the
consequences of CSR practices. Although some studies have sought to advance knowledge
on the mechanisms through which CSR practices lead to higher performance levels (Ali
et al., 2020), fewer studies have explored the conditions that may buffer or attenuate such
relationships. Hence, this study is relevant as it opens the venue for new research issues,
namely, the role of personal resources as boundary conditions, under the umbrella of CSR
and performance-related outcomes.

First, work engagement appears to mediate the positive indirect relationship between
CSR practices and both performance indicators – task and adaptive performance. These
findings demonstrate that CSR practices contribute to making employees more focused
and enthusiastic at work, with more energy for their tasks (higher work engagement),
and, in turn, this improves their task and adaptive performance. The SIT (Tajfel, 1972)
explains the results; that is, CSR practices contribute to employees building a positive
identity, increasing their identification with the organization and consequently, their
work engagement, which, in turn, translates into positive outcomes (higher performance;
Karim et al., 2023). Empirically, some studies have shown similar results. For instance,
Story and Castanheira (2019) showed that perceptions of both internal and external CSR
improved employees’ performance through increased levels of job satisfaction. Similarly,
Ali et al. (2020) demonstrated that perceived CSR practices increased employee
engagement that, in turn, led to higher performance levels. Hence, CSR practices appear
to influence positive behaviors (translated into higher performance levels) due to a
positive social identification created between employees and the organization that
enhances work engagement.

Second, the indirect relationship between CSR practices and performance through work
engagement is moderated by psychological capital, in such a way that the relationship
becomes stronger for employees with lower levels of psychological capital (as opposed to
high levels). In other words, employees with lower psychological capital are more dependent
on contextual factors, such as CSR practices, to feel more engaged with their work and,
consequently, demonstrate more adaptive and task performance behaviors (Mosteo et al.,
2023). This finding suggests that the impact of CSR initiatives on performance is not
uniform across all employees but varies according to their psychological resources.
Psychological capital, which encompasses hope, efficacy, resilience and optimism, serves as
a critical lens through which the effects of CSR on engagement and performance can be
better understood. Furthermore, for employees with lower levels of psychological capital,
CSR practices may serve a compensatory role. These practices could provide external
support and a positive work environment that bolsters employees’ engagement levels. This
external validation and support become crucial for those who might not inherently possess
high levels of hope, efficacy, resilience and optimism. In addition, CSR practices can enhance
an employee’s identification with the organization by aligning personal values with
corporate values. This alignment is particularly impactful for employees with lower
psychological capital, as it provides a sense of purpose and belonging that they might not
derive from internal resources alone.

On the other hand, employees with higher levels do not need contextual factors to exert
effort and achieve a higher level of performance because, as observed, performance levels
are always higher, whether the organization has more or fewer CSR practices. In summary,
the more positively CSR practices are perceived, the higher employees’ work engagement
and performance (Grover et al., 2018). However, individuals with lower psychological capital
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need to see and perceive these practices in their organization even more to feel connected to
it and, at the same time, ensure their performance.

Practical implications
The data obtained in this research may have implications for organizations. It should be
noted that this work demonstrates the importance of CSR practices in performance through
work engagement, with psychological capital being a crucial condition in this relationship.
Despite the limitations described earlier, this study contributes to the growing literature on
organizational social responsibility, providing support for improved performance in
organizations.

The practical implications of this study could assist organizations in creating and
implementing CSR practices to act in favor of the environment and society, thereby
improving their outcomes. Implementing CSR practices leads to an increase in work
engagement and the performance of each employee.

This study also highlights that human resource managers should consider a candidate’s
psychological capital during the recruitment and selection process (Rehman et al., 2017).
This is because those with higher psychological capital do not need as many contextual
factors (i.e. CSR) to exert effort and exhibit high levels of performance. Employees with high
levels of psychological capital are more confident in their abilities and handle situations
more effectively and efficiently. In contrast, individuals with low levels of psychological
capital need concrete and well-structured actions to be more engaged and perform better in
their work. In this sense, it becomes relevant to invest in this resource (psychological capital)
as a source of competitive advantage for companies, increasing positive capabilities such as
optimism, resilience, self-efficacy and hope, resulting in better organizational performance
and engagement (Luthans, 2002), as well as expected and autonomous attitudes from
workers (Avey et al., 2011).

In summary, organizations must act proactively and sustainably, fostering and
implementing good CSR practices within their organization, such as recycling processes,
reducing energy consumption, banning the use of plastic cups, bottles and straws, reducing
and monitoring printouts and organizing workshops and lectures to raise awareness and
strengthen environmental consciousness and behavior.

From the perspective of building a more sustainable future, the environment is an
indispensable issue. Environmental policies, although recently proposed, are one of the most
regulated aspects of contemporary societies. Environmental policies are a set of actions and
practices taken by governments to preserve the environment and promote the sustainable
development of the planet. Organizations and citizens/consumers must adhere to
environmental policies to minimize the environmental impacts created by economic and
urban growth. These actions are of great importance to ensure sustainability and prevent
various existing ecosystems, addressing global warming, climate change and various types
of pollution to preserve and safeguard a suitable and sustainable quality of life.

Limitations and future directions
The present research has some limitations. First, the use of self-report measures and the
two-wave design may have introduced CMB (MacKenzie and Podsakoff, 2012). However,
factor analyses indicate that CMB was not a significant issue in this study. It is also
important to note that data collection was conducted without any inclusion or exclusion
criteria for participants; however, it would be interesting to replicate the study,
distinguishing organizations by industry sectors. Second, psychological capital is
considered to potentially fluctuate over time. This implies that increases or decreases in
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respondents’ levels of psychological capital based on conditions and context at the time of
assessment may bias the results. To address this limitation, it is suggested that future
studies should collect individuals’ levels of psychological capital at different time points, for
example, through a daily study.

It is considered that creating a digital application to implement and raise awareness of
CSR practices in organizations would be a valuable tool to gain insight into what is being
done in organizations. With this application, it would be possible to observe various CSR
practices, allowing for an increase in employees’ commitment to their own professional
goals and consequently, organizational success. Therefore, the development and promotion
of this application would be of great value, fostering empowerment not only at the
organizational level but also involving society, leading to the enhancement of practices and
measures to achieve sustainable goals.

Conclusion
It is concluded that CSR has an impact on work engagement, which, in turn, influences
performance. However, the aforementioned relationship depends on the levels of
psychological capital, as lower levels make the relationship stronger. It is also observed that
individuals with high levels of psychological capital tend not to be as dependent on
contextual factors (i.e. CSR), whereas individuals with lower levels of psychological capital
are more susceptible to the influence of CSR practices on performance through work
engagement.

References
Abdullah, M., Ashraf, S. and Sarfraz, M. (2017), “The organizational identification perspective of CSR

on creative performance: the moderating role of creative self-efficacy”, Sustainability, Vol. 9
No. 11, p. 2125, doi: 10.3390/su9112125.

Aguinis, H., Villamor, I. and Gabriel, K.P. (2020), “Understanding employee responses to COVID-19: a
behavioral corporate social responsibility perspective”, Management Research: Journal of the
Iberoamerican Academy ofManagement, Vol. 18 No. 4, pp. 421-438.

Al-bdour, A., Ali, A., Nasruddin, E. and Lin, S. (2010), “The relationship between internal corporate
social responsibility and organisational commitment within the banking sector in Jordan”,
World Academy of Science, Engineering and Technology, International Science Index, Vol. 4
No. 7, pp. 852-871, doi: 10.5281/zenodo.1054799.

Ali, H.Y., Asrar-ul-Haq, M., Amin, S., Noor, S., Haris-ul-Mahasbi, M. and Aslam, M.K. (2020), “Corporate
social responsibility and employee performance: the mediating role of employee engagement in
the manufacturing sector of Pakistan”, Corporate Social Responsibility and Environmental
Management, Vol. 27 No. 6, pp. 2908-2919.

Avey, J.B., Luthans, F. and Jensen, S.M. (2009), “Psychological capital: a positive resource for
combating employee stress and turnover”, Human Resource Management, Vol. 48 No. 5,
pp. 677-693.

Avey, J.B., Luthans, F., Smith, R.M. and Palmer, N.F. (2010), “Impact of positive psychological capital
on employee well-being over time”, Journal of Occupational Health Psychology, Vol. 15 No. 1,
pp. 17-28, doi: 10.1037/a0016998.

Avey, J.B., Reichard, R.J., Luthans, F. and Mhatre, K.H. (2011), “Meta-analysis of the impact of positive
psychological capital on employee attitudes, behaviors, and performance”, Human Resource
Development Quarterly, Vol. 22 No. 2, pp. 127-152.

Bakker, A.B. (2010), “Engagement and ‘job crafting’: engaged employees create their own great place to
work”,Handbook of Employee Engagement, Edward Elgar Publishing, Glos.

IJOA



Bakker, A. (2017), “Strategic and proactive approaches to work engagement”, Organizational
Dynamics, Vol. 46 No. 2, pp. 67-75, doi: 10.1016/j.orgdyn.2017.04.002.

Baumgartner, R.J. and Ebner, D. (2010), “Corporate sustainability strategies: sustainability profiles and
maturity levels”, Sustainable Development, Vol. 18 No. 2, pp. 76-89.

Bowen, H.R. (2013), Social Responsibilities of the Businessman, University of IA Press, doi:
1609382064,9781609382063.

Brammer, S. and Millington, A. (2005), “Corporate reputation and philanthropy: an empirical analysis”,
Journal of Business Ethics, Vol. 61 No. 1, pp. 29-44.

Brislin, R.W. (1986), “The wording and translation of research instruments”, in Lonner, W.J. and Berry, J.W.
(Eds),FieldMethods in Cross-Cultural Research, Sage Publications, Newbury Park, CA, pp. 137-164.

Bu, X., Cherian, J., Han, H., Comite, U., Hern!andez-Perlines, F. and Ariza-Montes, A. (2022), “Proposing
employee level CSR as an enabler for economic performance: the role of work engagement and
quality of work-life”, Sustainability, Vol. 14 No. 3, p. 1354.

Cao, Y. and Lee, K. (2023), “Employee engagement in corporate social responsibility: disentangling the
effects of values vs prestige”, Journal of Managerial Psychology, Vol. 38 No. 6, pp. 449-463, doi:
10.1108/JMP-10-2022-0528.

Carmines, E.G. and Zeller, R.A. (1979), Reliability and Validity Assessment, Sage, Newbury Park,
London, New Delhi.

Carroll, A. (1999), “Corporate social responsibility: evolution of a definitional construct”, Business and
Society, Vol. 38 No. 3, pp. 268-295.

Carroll, A.B. and Shabana, K.M. (2010), “The business case for corporate social responsibility: a review of
concepts, research and practice”, International Journal of Management Reviews, Vol. 12 No. 1,
pp. 85-105.

Chaffin, T.D., Luthans, B.C. and Luthans, K.W. (2023), “Integrity, positive psychological capital and
academic performance”, Journal of Management Development, Vol. 42 No. 2, pp. 93-105, doi:
10.1108/JMD-07-2022-0162.

Chattopahyay, P. and George, E. (2001), “Examining the effects of work externalization through the
lens of social identity theory”, Journal of Applied Psychology, Vol. 86 No. 4, pp. 781 788, doi:
10.1037/0021-9010.86.4.781.

Chaudary, S. and Ali, M. (2016), “The spillover effect of CSR initiatives on consumer attitude and purchase
intent: the role of customer-company identification with the moderating effect of awareness”,
Pakistan Journal of Commerce and Social Sciences (PJCSS), Vol. 10 No. 2, pp. 368-387.

Cheema, S., Afsar, B. and Javed, F. (2020), “Employees’ corporate social responsibility perceptions and
organizational citizenship behaviors for the environment: the mediating roles of organizational
identification and environmental orientation fit”, Corporate Social Responsibility and
Environmental Management, Vol. 27 No. 1, pp. 9-21, doi: 10.1002/csr.1769.

Davis, K. (1960), “Can business afford to ignore social responsibilities?”, California Management
Review, Vol. 2 No. 3, pp. 70-76.

Davis, K. (1973), “The case for and against business assumption of social responsibilities”, Academy of
Management Journal, Vol. 16 No. 2, pp. 312-322.

Dawson, J.F. and Richter, A.W. (2006), “Probing three-way interactions in moderated multiple
regression: development and application of a slope difference test”, Journal of Applied
Psychology, Vol. 91 No. 4, pp. 917-926, doi: 10.1037/0021-9010.91.4.917.

Delhey, J., Hess, S., Boehnke, K., Deutsch, F., Eichhorn, J., Kühnen, U. and Welzel, C. (2023), “Life
satisfaction during the COVID-19 pandemic: the role of human, economic, social, and
psychological capital”, Journal of Happiness Studies, Vol. 24 No. 7, pp. 2201-2222, doi: 10.1007/
s10902-023-00676-w.

Demastus, J. and Landrum, N.E. (2024), “Organizational sustainability schemes align with weak
sustainability”, Business Strategy and the Environment, Vol. 33 No. 2, pp. 707-725.

Thriving in
change



Demerouti, E., Bakker, A.B., Nachreiner, F. and Schaufeli, W.B. (2001), “The job demands resources
model of burnout”, Journal of Applied Psychology, Vol. 86 No. 3, p. 499.

Dhar, B.K., Harymawan, I. and Sarkar, S.M. (2022), “Impact of corporate social responsibility on
financial expert CEOs’ turnover in heavily polluting companies in Bangladesh”, Corporate
Social Responsibility and Environmental Management, Vol. 29 No. 3, pp. 701-711.

Dyllick, T. andMuff, K. (2016), “Clarifying the meaning of sustainable business: introducing a typology
from business-as-usual to true business sustainability”, Organization and Environment, Vol. 29
No. 2, pp. 156-174, doi: 10.1177/1086026615575176.

Eells, R. andWalton, C. (1984), “Conceptual foundationsof business. Apud OLIVEIRA, jos!e arimat!es de.
Responsabilidade social em pequenas e m!edias empresas”, Revista De Administração De
Empresas, Vol. 24 No. 4, p. 204.

Ellemers, N., Kortekaas, P. and Ouwerkerk, J.W. (1999), “Self-categorisation, commitment to the group
and group self-esteem as related but distinct aspects of social identity”, European Journal of
Social Psychology, Vol. 29 Nos 2/3, pp. 371-389, doi: 10.1002/(SICI)1099-0992(199903/05)29:2/
3<371::AID-EJSP932>3.0.CO;2-U.

Fornell, C. and Larcker, D.F. (1981), “Evaluating structural equation models with unobservable variables
and measurement error”, Journal ofMarketing Research, Vol. 18 No. 1, pp. 39-50.

Griffin, M., Neal, A. and Parker, S. (2007), “A newmodel of work role performance: positive behavior in
uncertain and interdependent contexts”, Academy of Management Journal, Vol. 50 No. 2,
pp. 327-347, doi: 10.5465/amj.2007.24634438.

Grover, S.L., Teo, S.T., Pick, D., Roche, M. and Newton, C.J. (2018), “Psychological capital as a personal
resource in the JD-Rmodel”, Personnel Review, Vol. 47 No. 4, pp. 968-984.

Gullifor, D.P., Petrenko, O.V., Chandler, J.A., Quade, M.J. and Rouba, Y. (2023), “Employee reactions to
perceived CSR: the influence of the ethical environment on OCB engagement and
individual performance”, Journal of Business Research, Vol. 161, p. 113835, doi: 10.1016/j.
jbusres.2023.113835.

Gully, S.M., Phillips, J.M., Castellano, W.G., Han, K. and Kim, A. (2013), “Amediated moderation model
of recruiting socially and environmentally responsible job applicants”, Personnel Psychology,
Vol. 66 No. 4, pp. 935-973.

Hackman, J. and Oldham, G. (1980),Work Redesign, Addison-Wesley, Reading, MA.
Hansen, D., Dunford, B., Boss, A., Boss, R. and Angermeier, I. (2011), “Corporate social responsibility

and the benefits of employee trust: a cross-disciplinary perspective”, Journal of Business Ethics,
Vol. 102 No. 1, pp. 29-45.

Hayes, A.F. (2018), “Partial, conditional, and moderated moderated mediation: quantification, inference,
and interpretation”, CommunicationMonographs, Vol. 85 No. 1, pp. 4-40.

Hobfoll, S. (1989), “Conservation of resources: a new attempt at conceptualizing stress”, American
Psychologist, Vol. 44 No. 3, pp. 513-524, doi: 10.1037/0003066X.44.3.513.

Hobfoll, S., Halbesleben, J., Neveu, J. and Westman, M. (2018), “Conservation of resources in the
organizational context: the reality of resources and their consequences”, Annual Review of
Organizational Psychology and Organizational Behavior, Vol. 5 No. 1, pp. 103-128, doi: 10.1146/
annurev-orgpsych-032117-104640.

Hogg, M. and Abrams, D. (1988), Social Identifications: A Social Psychology of Intergroup Relations and
Group Processes, Routledge, London.

Islam, K.M., Sadekin, M.S., Rahman, M.T. and Chowdhury, M.A.H. (2021), “The impact of Shariah
supervisory board and Shariah audit committee on CSR adoption at Islamic banks”, Journal of
Asian Finance, Economics and Business (JAFEB), Vol. 8 No. 3, pp. 479-485.

Jamal, M. (2011), “Job stress, job performance and organizational commitment in a multinational
company: an empirical study in two countries”, International Journal of Business and Social
Science, Vol. 2, pp. 20-29.

IJOA



Jones, D.A. (2010), “Does serving the community also serve the company? Using organizational
identification and social exchange theories to understand employee responses to a volunteerism
programme”, Journal of Occupational and Organizational Psychology, Vol. 83 No. 4, pp. 857-878,
doi: 10.1348/096317909X477495.

Jones, D.A., Newman, A., Shao, R. and Cooke, F.L. (2019), “Advances in employee-focused micro-level
research on corporate social responsibility: situating new contributions within the current state
of the literature”, Journal of Business Ethics, Vol. 157 No. 2, pp. 293-302.

Junça-Silva, A. and Caetano, A. (2023), “How followers’ neuroticism buffers the role of the leader in
their daily mental health via daily positive affect: a multilevel approach”, Personality and
Individual Differences, Vol. 208, p. 112190.

Junça-Silva, A., Mosteo, L. and Lopes, R.R. (2023), “The role of mindfulness on the relationship between
daily micro-events and daily gratitude: a within-person analysis”, Personality and Individual
Differences, Vol. 200, p. 111891.

Kahn, W.A. (1990), “Psychological conditions of personal engagement and disengagement at work”,
Academy ofManagement Journal, Vol. 33 No. 4, pp. 692-724.

Karatepe, O.M. and Karadas, G. (2015), “Do psychological capital and work engagement foster frontline
employees’ satisfaction? A study in the hotel industry”, International Journal of Contemporary
Hospitality Management, Vol. 27 No. 6, pp. 1254-1278.

Karim, S., Manab, N.A. and Ismail, R.B. (2023), “Assessing the governance mechanisms, corporate
social responsibility and performance: the moderating effect of board independence”, Global
Business Review, Vol. 24 No. 3, pp. 550-562.

Lindgreen, A. and Swaen, V. (2010), “Corporate social responsibility”, International Journal of
Management Reviews, Vol. 12 No. 1, pp. 1-7.

Luthans, F. (2002), “Positive organizational behavior: developing and managing psychological
strengths”,Academy ofManagement Perspectives, Vol. 16 No. 1, pp. 57-72.

Luthans, F. and Youssef-Morgan, C.M. (2017), “Psychological capital: an evidence-based positive
approach”, Annual Review of Organizational Psychology and Organizational Behavior, Vol. 4
No. 1, pp. 339-366.

Luthans, F., Youssef, C.M. and Avolio, B.J. (2007), Psychological Capital: Developing the Human
Competitive Edge, Oxford university press, Oxford, doi: 9780195187526.

Luthans, F., Avolio, B.,Walumbwa, F. and Li, W. (2005), “The psychological capital of Chinese workers:
exploring the relationship with performance”, Management and Organization Review, Vol. 1
No. 2, pp. 249-271.

MacKenzie, S. and Podsakoff, P. (2012), “Common method bias in marketing: causes, mechanisms, and
procedural remedies”, Journal of Retailing, Vol. 88 No. 4, pp. 542-555.

Mahmood, F., Qadeer, F., Saleem, M., Han, H. and Ariza-Monte, A. (2021), “Corporate social
responsibility and firms’ financial performance: a multi- level serial analysis underpinning social
identity theory”, Economic Research-Ekonomska Istraživanja, Vol. 34 No. 1, pp. 2447-2468, doi:
10.1080/1331677X.2020.1865181.

Mahmood, F., Qadeer, F., Abbas, Z., Hussain, I., Saleem, M., Hussain, A. and Aman, J. (2020a),
“Corporate social responsibility and employees’ negative behaviors under abusive supervision: a
multi-level. Insight”, Sustainability, Vol. 12 No. 7, pp. 1-15, doi: 10.3390/su12072647.

Marchese, M. and Bassham, G. (2002), “Work-family conflict: a virtue ethics analysis”, Journal of
Business Ethics, Vol. 40 No. 2, pp. 145-154.

Marques-Quinteiro, P., Vargas, R., Eifler, N. and Curral, L. (2018), “Employee adaptive performance and
job satisfaction during organizational crisis: the role of self-leadership”, European Journal of Work
andOrganizational Psychology, Vol. 28 No. 1, pp. 85-100, doi: 10.1080/1359432x.2018.1551882.

Montiel, I. and Delgado-Ceballos, J. (2014), “Defining and measuring corporate sustainability: are we
there yet?”Organization and Environment, Vol. 27 No. 2, pp. 113-139.

Thriving in
change



Mosteo, L., Junça-Silva, A. and Lopes, R.R. (2023), “Gratitude intersects with affect as a boundary
condition for daily satisfaction: an affective dynamics perspective”, Applied Psychology. Health
andWell-Being, Vol. 15 No. 3, pp. 1028-1045.

Motowidlo, S. and Van Scatter, J. (1994), “Evidence that task performance should be distinguished from
contextual performance”, Journal of Applied Psychology, Vol. 79 No. 4, pp. 475-480.

Motowidlo, S., Barman, W. and Schmit, M. (1997), “A theory of individual differences in task and
contextual performance”, Organizational Citizenship Behavior and Contextual Performance,
Psychology Press, New York, NY, Vol. 10, pp. 71-83.

Murray, M., Duncan, N., Pontes, H. and Griffit, M. (2015), “Organizational identification, work
engagement, and job satisfaction”, Journal of Managerial Psychology, Vol. 30 No. 8,
pp. 1019-1033.

Nason, R., Bacq, S. and Gras, D. (2018), “A behavioral theory of social performance: social
identity and stakeholder expectations”, Academy of Management Review, Vol. 43 No. 2,
pp. 259-283.

Newman, C. and Vries, D. (2011), “Workplace violence and gender discrimination in Rwanda’s health
workforce: increasing safety and gender equality”, Human Resources for Health, Vol. 9 No. 1,
pp. 1-13.

Ologbo, A. and Sofian, S. (2013), “Individual and organizational factors of employee engagement on
employee work outcomes”, International Journal of Business and Behavioral Sciences, Vol. 3
No. 3, pp. 498-502.

Park, S. and Park, S. (2019), “Employee adaptive performance and its antecedents: review and
synthesis”, Human Resource Development Review, Vol. 18 No. 3, pp. 294-324, doi: 10.1177/
1534484319836315.

Podsakoff, P.M., MacKenzie, S.B. and Podsakoff, N.P. (2012), “Sources of method bias in social science
research and recommendations on how to control it”,Annual Review of Psychology, Vol. 63 No. 1,
pp. 539-569.

Podsakoff, P.M., MacKenzie, S.B., Lee, J.Y. and Podsakoff, N.P. (2003), “Common method biases in
behavioral research: a critical review of the literature and recommended remedies”, Journal of
Applied Psychology, Vol. 88 No. 5, pp. 879-903, doi: 10.1037/00219010.88.5.879.

Powell, S.M., Davies, M.A. and Norton, D. (2013), “Impact of organizational climate on ethical
empowerment and engagement with corporate social responsibility (CSR)”, Journal of Brand
Management, Vol. 20, pp. 815-839, doi: 10.1057/bm.2013.14.

Pulakos, E., Arad, S., Donovan, M. and Plamondon, K. (2000), “Adaptability in the workplace:
development of a taxonomy of adaptive performance”, Journal of Applied Psychology, Vol. 85
No. 4, pp. 612-624, doi: 10.1037/0021-9010.85.4.612.

Rehman, S., Qingren, C., Latif, Y. and Iqbal, P. (2017), “Impact of psychological capital on occupational
burnout and performance of faculty members”, International Journal of Educational
Management, Vol. 31 No. 4, pp. 455-469, doi: 10.1108/IJEM-01- 2016-0011.

Rodrigues, R.I. and Junça Silva, A. (2024), “Harmonizing emotions in the workplace: exploring the
interaction between emotional intelligence, positive psychological capital, and flourishing”,
Frontiers in Psychology, Vol. 14, p. 1343043, doi: 10.3389/fpsyg.2023.1343043.

Rupp, D.E., Shao, R., Thornton, M.A. and 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, Vol. 66 No. 4, pp. 895-933.

Schaufeli, W.B. (2018), “Work engagement in Europe: relations with national economy, governance and
culture”,Organizational Dynamics, Vol. 47 No. 2, pp. 99-106.

Schaufeli, W., Salanova, M., Gonz!alez-Rom!a, V. and Bakker, A. (2002), “The measurement of
engagement and burnout: a two sample confirmatory factor analytic approach”, Journal of
Happiness Studies, Vol. 3 No. 1, pp. 71-92.

IJOA



Scheepers, D. and Ellemers, N. (2019), “Social identity theory”, in Sassenberg, K. and Vliek, L.W. (Eds),
Social Psychology in Action, Springer, Cham, pp. 129-143.

Selvarasu, A. and Sastry, S. (2014), “A study of impact on performanc appraisal on employee’s
engagement in an organization”, International Journal of Managerial Studies and Research
(IJMSR), Vol. 2 No. 1, pp. 10-22.

Shoss, M., Witt, L. and Vera, D. (2012), “When does adaptive performance lead to higher task performance?”
Journal of Organizational Behavior, Vol. 33 No. 7, pp. 910-924, doi: 10.1002/job.780.

Sonnentag, S., Volmer, J. and Spychala, A. (2008), Job Performance (in:) The Sage Handbook of
Organizational Behavior, in Barling, J. and Cooper, C.L. (Eds), Vol. 1, Micro Approaches, SAGE
Publications, London.

Story, J.S. and Castanheira, F. (2019), “Corporate social responsibility and employee performance:
mediation role of job satisfaction and affective commitment”, Corporate Social Responsibility and
Environmental Management, Vol. 26 No. 6, pp. 1361-1370.

Tajfel, H. (1970), “Experiments in intergroup discrimination”, Scientific American, Vol. 223 No. 5,
pp. 96-103, doi: 10.1038/scientificamerican1170-96.

Tajfel, H. (1972), Social Categorization. English Manuscript of “La Catégorisation Sociale”, in Moscovici, S.
(Ed.), Introduction a la Psychologie Sociale, Larousse, Paris, Vol. 1, pp. 272-302.

Tsaur, S., Hsu, F. and Lin, H. (2019), “Workplace fun and work engagement in tourism and hospitality:
the role of psychological capital”, International Journal of Hospitality Management, Vol. 81,
pp. 131-140.

Turker, D. (2009a), “Measuring corporate social responsibility: a scale development study”, Journal of
Business Ethics, Vol. 85 No. 4, pp. 411-427.

Turker, D. (2009b), “How corporate social responsibility influences organizational commitment”,
Journal of Business Ethics, Vol. 89 No. 2, pp. 189-204.

Wang, Y., Shen, T., Chen, Y. and Carmeli, A. (2021), “CEO environmentally responsible leadership and
firm environmental innovation: a socio-psychological perspective”, Journal of Business Research,
Vol. 126, pp. 327-340.

Wang, W., Fu, Y., Qiu, H., Moore, J.H. and Wang, Z. (2017), “Corporate social responsibility and employee
outcomes: a moderated mediation model of organizational identification and moral identity”, Frontiers
in Psychology, Vol. 8, pp. 1906-1919, doi: 10.3389/fpsyg.2017.01906.

Williams, L., Hartman, N. and Cavazotte, F. (2003), “Method variance and marker variables: an
integrative approach using structural equation methods”, Paper presented at annual Academy
ofManagement Conference.

Wojtaszczyk, P. (2008), “The role of workplace health promotion in the concept for corporate social
responsibility”,Medycyna Pracy, Vol. 59 No. 3, pp. 255-261.

Wood, J., Oh, J., Park, J. and Kim,W. (2020), “The relationship Between work engagement andwork–life
balance in organizations: a review of the empirical research”, Human Resource Development
Review, Vol. 19 No. 3, pp. 240-262, doi: 10.1177/1534484320917560.

Xanthopoulou, D., Demerouti, E. and Schaufeli, W. (2009), “Reciprocal relationships between job
resources, personal resources, and work engagement”, Journal of Vocational Behavior, Vol. 74
No. 3, pp. 235-244.

Xerri, M.J., Cozens, R. and Brunetto, Y. (2023), “Catching emotions: the moderating role of emotional
contagion between leader-member exchange, psychological capital and employee well-being”,
Personnel Review, Vol. 52 No. 7, pp. 1823-1841, doi: 10.1108/PR-11-2021-0785.

Xu, S., Chen, X., Li, A. and Xia, X. (2020), “Disclosure for whom? Government involvement, CSR
disclosure and firm value”, EmergingMarkets Review, Vol. 44, p. 100717.

Yadlapalli, A., Rahman, S. and Gunasekaran, A. (2020), “Corporate social responsibility definitions in supply
chain research: an ontological analysis”, Journal of Cleaner Production, Vol. 277, p. 123265.

Thriving in
change

http://dx.doi.org/10.1002/job.780
http://dx.doi.org/10.1038/scientificamerican1170-96
http://dx.doi.org/10.3389/fpsyg.2017.01906
http://dx.doi.org/10.1177/1534484320917560
http://dx.doi.org/10.1108/PR-11-2021-0785


Yalabik, Z., Popaitoon, P., Chowne, J. and Rayton, B. (2013), “Work engagement as a mediator between
employee attitudes and outcomes”, The International Journal of Human Resource Management,
Vol. 24 No. 14, pp. 2799-2823.

Zhao, X., Wu, C., Chen, C.C. and Zhou, Z. (2022), “The influence of corporate social responsibility on
incumbent employees: a meta-analytic investigation of the mediating and moderating
mechanisms”, Journal of Management, Vol. 48 No. 1, pp. 114-146.

Further reading
Junça Silva, A. (2024), “Where is the missing piece of the work-family conflict? The work-[pet] family

conflict”,Human Resource Development International, Vol. 27 No. 2, pp. 291-299.
Junça Silva, A., Burgette, A.R. and Fontes da Costa, J. (2024), “Toward a sustainable world: affective

factors explain how emotional salary influences different performance indicators”,
Sustainability, Vol. 16 No. 5, p. 2198.

Bakker, A. and Demerouti, E. (2017), “Job demands–resources theory: taking stock and looking
forward”, Journal of Occupational Health Psychology, Vol. 22 No. 3, pp. 273-285, doi: 10.1037/
ocp0000056.

Borman, W. and Motowidlo, S. (1997), “Task performance and contextual performance: the meaning for
personnel selection research”, Human Performance, Vol. 10 No. 2, pp. 99-109, doi: 10.1207/
s15327043hup1002_3.

Brammer, S., He, H. and Mellahi, K. (2015), “Corporate social responsibility, employee organizational
identification, and creative effort: the moderating impact of corporate ability”, Group and
OrganizationManagement, Vol. 40 No. 3, pp. 323-352.

Carmines, E.G. and Zeller, R.A. (1979), Reliability and Validity Assessment, Sage, New- bury Park;
London; New Delhi.

Carroll, A.B. (1979), “A three-dimensional conceptual model of social performance”, The Academy of
Management Review, Vol. 4 No. 4, pp. 497-505, doi: 10.2307/257850.

Davis, K. (2017), “The case for and against business assumption of social responsibilities”, Academy of
Management Journal, Vol. 16 No. 2, pp. 312-322, doi: 10.5465/255331.

Junça-Silva, A. and Caetano, A. (2024), “Uncertainty’s impact on adaptive performance in the post-
COVID era: the moderating role of perceived leader’s effectiveness”, BRQ Business Research
Quarterly, Vol. 27 No. 1, pp. 40-56.

Mahmood, F., Qadeer, F., Sattar, U., Ariza-Montes, A., Saleem, M. and Aman, J. (2020b), “Corporate
social responsibility and firms’ financial performance: a new insight”, Sustainability, Vol. 12
No. 10, pp. 4211-4219, doi: 10.3390/su12104211.

Tajfel, H. and Turner, J. (1979), “An integrative theory of intergroup conflict”, in Austin, W.G. andWorchel, S.
(Eds),The Social Psychology of GroupRelations, Brooks/Cole,Monterey, CA, pp. 33-47.

Corresponding author
Ana Junça Silva can be contacted at: analjsilva@gmail.com

For instructions on how to order reprints of this article, please visit our website:
www.emeraldgrouppublishing.com/licensing/reprints.htm
Or contact us for further details: permissions@emeraldinsight.com

IJOA

http://dx.doi.org/10.1037/ocp0000056
http://dx.doi.org/10.1037/ocp0000056
http://dx.doi.org/10.1207/s15327043hup1002_3
http://dx.doi.org/10.1207/s15327043hup1002_3
http://dx.doi.org/10.2307/257850
http://dx.doi.org/10.5465/255331
http://dx.doi.org/10.3390/su12104211
mailto:analjsilva@gmail.com

