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Abstract
The aim of this research is to explore the relationship between corporate social responsibility, employee engagement, and organizational performance in Jordanian
mobile telecommunication companies. A total of 350 questionnaires containing 37
items were used to collect information from the respondents. Multiple and simple
regression analyses were conducted to test the research hypotheses. Results of the
current study revealed that corporate social responsibility (both internal and external) and employee engagement (vigor, absorption, and dedication) have a significant
positive relationship with organizational performance. Also, the results revealed that
there is a significant positive relationship between corporate social responsibility
(internal CSR and external CSR) and employee engagement. The Baron and Kenny
mediation model and Sobel test were used to test whether employee engagement
mediated the relationship between corporate social responsibility and organizational
performance. The results showed that employee engagement fully mediated the relationship in a significant way. The results of the current study have many managerial
implications for mobile telecommunication companies. In order to enhance organizational performance, decision makers must work on creating and maintaining an
efficient corporate social responsibility agenda, which would increase employees’
engagement in their work which will lead to improved performance outcomes.
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1. Introduction
Businesses are trying to flourish and adapt to the various challenges they encounter in
today’s competitive environment by improving their organizational performance [1]
and [2]. In order to achieve better results and higher profit margins organizations are
adopting various emerging business tools and management philosophies [3]. Some of
these include corporate social responsibility and the engagement of employees. According to [4], companies are facing great pressure from stakeholders to become more
socially and environmentally responsible and are also pressured to focus on developing
a better understanding of how engaged employees affect business outcomes such as
productivity and profitability. Over the years corporate social responsibility has become
an important issue for corporations worldwide [5]. The interest in corporate social responsibility first emerged due to the public’s increasing concern for the natural environment, for the respect of human rights, for the ethical aspects of business, and for
other social concerns [6]. Business organizations, customers, investors, and other
stakeholders have shown interest in corporate social responsibility as it is argued to socially desirable activities positively influence a firm’s financial performance [7]. Furthermore, [8] stated that the interest in corporate social responsibility also stems from
the fact that corporate social responsibility builds strong employee bonds with corporations and achieves better employee and organizational performance.
Corporate social responsibility may lead to greater gain not only for society but also
for organizations as it leads to higher employee engagement [9]. This is supported by
[10] who stated that employees and job applicants are seeking out companies that
demonstrate a commitment to corporate social responsibility as these firms provide the
opportunity to engage employees, attract new talent, retain customers, and enhance the
company brand. Moreover, according to [11], since organizations nowadays are focusing on the notion of the triple bottom line (i.e. planet, people, and profit), corporate social responsibility has proven that it’s not only useful for attracting talented employees
but also a great way to maintain the engagement of its current employees. Therefore, it
has been noted that corporate social responsibility holds the key to the success of organizations. This is because there is more to it than meets the eye since it can be used to
address the needs of various stakeholders and at the same time address employee engagement challenges [12].
Organizations are trying to more sensitive with regard to their performance by focusing on employee performance. In this respect organizations are looking for people
who will go beyond their defined career duties, develop cooperation, and help colleagues, employers, and customers [13]. Here engagement is considered a vital issue for
companies who view their workforce as their greatest asset [10]. However leaders are
aware of the many challenges that affect the engagement of their employees. But organizations that are able to overcome these challenges have enormous opportunities open
to them especially in terms of business performance [14]. Indeed, disengaged employees may adversely affect productivity and revenues [12] [15]. As a result, it is important for organizations to create a culture and atmosphere that facilitate employee
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engagement and adopt different practices that enable them to maintain this engagement in order to ensure superior organizational performance [16].
After a thorough review of the literature it is clear that the relationship between corporate social responsibility, employee engagement, and organizational performance
need further research and understanding particularly in developing countries like Jordan. Several scholars have pointed out that there is an imperative need for administering research in developed countries regarding the relationship between corporate social
responsibility and organizational performance especially on employee’s attitudes and
behaviours (see [17]-[20]).
Regarding the relationship between corporate social responsibility and employee engagement, [21] stated that most research in the field of corporate social responsibility
focused on external stakeholders and outcomes rather than focusing on how corporate
social responsibility relates to internal stakeholders such as employees and the subsequent effect on of this relationship on performance. Regarding the relationship between
employee engagement and organizational performance it is requested that this relationship be further investigated in terms of both qualitative and quantitative research
methods [22]. The relationship between corporate social responsibility and organizational performance requires further examination as it has been reported that this relationship suffers from two limitations. First, extant research on this relationship focused
only on western developed countries. Second, there is no consensus between scholars
whether corporate social responsibility has a positive, negative, or neutral effect on organizational performance [23]. Therefore it is clear that there is a lack of literature regarding the relationship between corporate social responsibility, employee engagement,
and organizational performance and as a result this researched is thus administered to
answer the following question:
Is there a relationship between corporate social responsibility, employee engagement,
and organizational performance in the Jordanian context?

2. Corporate Social Responsibility (CSR)
Since the 1970s much attention has been focused on the concepts of corporate social
performance and corporate social responsibility, and it still continues to be a concept of
interest today [24]. Academics and business managers have noticed how corporate social responsibility was an irrelevant and doubtful idea and how it has become a crucial
topic on research agendas [25]. Organizations have come to terms that adopting a socially responsible view of its activities are of vital importance. This realization is due to
the fact that organizations are faced with various social, economic, legal, ethical, and
environmental challenges that affect their behaviour, and focusing solely on economic
management to achieve objectives is no longer feasible [26]. Furthermore, organizations are pressured by a range of stakeholders such as communities, regulators, nongovernmental organizations, activists, socially responsible investors, etc. to become
more socially responsible and behave as responsible corporate citizens [4]. According
to [7], organizations engage in corporate social responsibility for a number of reasons
which help to improve their overall financial portfolio. These reasons include following
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government regulations, improving public image, providing transparency for investors,
and improving economic performance.
Corporate social responsibility can be traced on a continuum. At one end of the continuum it reflects the philanthropic activities that contribute to social and environmental requests received by the company or gaps identified by top management. These activities have no effect on a company’s core activities, technologies, or business model.
At the other extreme it reflects a set of practices created in response to demands placed
on society and the activities of the organization by various dynamic forces [27]. [28]
refers to corporate social responsibility as voluntary or disinterested activities that lead
to the attainment of some social good. Business for Social Responsibility define corporate social responsibility as “a set of policies, practices, and programs that are integrated
throughout business operations and decision making process, and intended to ensure
the company maximizes the positive impacts of it operations on society” ([29], p. 497).
Corporate social responsibility can be defined as an ongoing commitment made by organizations to act in an ethical manner and enhance economic development while improving the quality of life of employees and their families, local community, and society
as a whole [7] [30] [31]. Corporate social responsibility can also be seen as “the firm’s
considerations of, and responses to, issues beyond the narrow economics, technical,
and legal requirements of the firm to accomplish social [and environmental] benefits
along with the traditional economic gains which the firm seeks” ([32], p. 234). The idea
behind corporate social responsibility is that organizations should try to achieve a balance between profits achieved and expenses made by maximizing the positive influence
and minimising the negative effects in achieving the contribution for society [33]. Socially responsible firms are economically competitive organizations that try to fulfil required tasks in order to assure their survival and existence. This requires the fulfilment
of certain conditions which include offering products and services that respond to the
user’s needs, performing above minimum requirements, acting ethically, providing safe
and healthy working conditions, respecting the environment, and integrating the company into the community [26]. Socially responsible firms should also compete for
stakeholder goodwill and try to differentiate themselves from competitors by combining business opportunities and social welfare [6]. However, corporations will not act
responsibly as long as corporate responsibility issues are not integrated in their decision
making and governance structures. This importance is thus highlighted as it has been
reported that 80% of the global fortune 250 firms now release corporate social responsibility information and 75% have a formal corporate social responsibility strategy in
place [34].
Organization can engage in many types of corporate social responsible behaviours
such as being employee friendly, investor friendly, environmentally friendly, mindful of
ethics, respectful of communities, supporting the arts, universities and other causes [35].
[36] suggested that organizations can be socially responsible by acting responsibly towards the environment, treating employees fairly, and contributing to the arts and cultural programs in the community. Being able to engage in socially responsible activities
benefits organizations in many ways, for example it strengthens relationships with dif364
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ferent stakeholders by minimizing conflicts with stakeholders and maximizing loyalty
from all stakeholders [8]. It can also help in building and sustaining of corporate reputation, the reduction of organizational cost through the enhancement of positive social
effects and elimination of negative ones, the alignment of corporate and social values
which in turn may lead to the identification of new opportunities, and positive performance outcomes [37].
Several approaches have been used to measure corporate social responsibility. [38]
proposed a distinction between economic, legal, ethical, and discretionary CSR. [39]
suggested viewing CSR from the various stakeholders’ perspective. Other scholars suggested using CSR practices and grouping them into internal and external social roles
(see [18] [40] [41]) which will be the basis of measurement for this study.

2.1. Internal CSR
Internal corporate social responsibility is related to all the internal operations of the
company [42]. According to [43], internal CSR focuses on what can be done inside in
the organization to improve the well-being of employees, their lives, and productivity,
which in turn affects the organization’s profitability and bottom line. Internal CSR
practices refer to “CSR practices which are directly related with the physical and psychological working environment of employees” ([32], p. 234). This focus on employees
is due to the fact that they are considered very important internal stakeholders to the
organization [44]. According to [45], internal CSR practices can be classified into four
groups named “value classes”. These classes relate to development of employees’ skills,
social equity, health and safety at work, well-being and satisfaction of the worker, and
quality of work.

2.2. External CSR
External corporate social responsibility refers to corporate socially responsible actions
directed outside the boundaries of the organization [32]. [43] reported that external
CSR promotes positive impacts of activities and operations on society and the natural
environment. According to [46], external CSR activities relate to external stakeholders
such as customers, business partners, and local communities. With regards to customers, socially responsible companies are required to provide products or services in an
efficient, ethical, and environmentally friendly manner. Here customers not only look
for quality products and services that comply with social responsible criteria but also
for quality relationship with organizations that provide these products and services
where they are able to provide proposals, complaints, and suggestions without any
problem [45]. Regarding business partners, socially responsible companies are required
to be good partners to their business partners and controlling labour standards in compliance with legal requirements and having in place complaints procedure for their
suppliers and other business partners [45] [47]. Regarding local communities, socially
responsible companies are required to take philanthropic initiatives such as sponsorship activities. In addition organizations are considered socially responsible if they
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make infrastructure investments [18], launch community development activities, encourage their employees to participate in community projects [48], and provide financial support to social and other non-commercial community projects [47]. These initiatives and activities add value for both the company and community.

3. Employee Engagement (EE)
In today’s rapidly changing environment business leaders have come to realize that
having high performing workforce is essential for the growth and survival of companies.
Therefore, employee engagement has become a top priority for organizations as a
highly engaged workforce can increase innovation, productivity, and bottom line performance while reducing costs of hiring and retaining talented employees [14].
Employee engagement does not have a single generally accepted definition that can
be used as a common reference. Several scholars have provided many but somewhat
similar definitions of the concept employee engagement. Engagement was first entered
in the academic glossary by [49] who proposed that personal engagement occurs when
people bring in or leave out their selves when performing their work roles. [50] defined
employee engagement as a positive attitude held by employees toward the organization
and its values. Here engaged employees are familiar with the business context and work
with colleagues to benefit the organization. ([51], p. 9) referred to employee engagement as a “workplace approach designed to ensure the employees are committed to
their organization’s goals and values, motivated to contribute to organizational success,
and are able at the same time to enhance their own sense of well-being”. [52] defined
engagement as the emotional and intellectual commitment of individuals or groups to
an organization that affects business performance. ([53], p. 103) use work engagement
to refer to employee engagement and state that it is “an individual employee’s cognitive,
emotional, and behavioural state directed toward desired organizational outcome”.
According to [54], employee engagement is a construct that captures the differences
between individuals and the amount of energy and dedication they provide to their
jobs.
Organizations should strive to have an engaged workforce since employers want employees who do their best to help their company succeed and employees want a good
job that is challenging and meaningful. The only to achieve this win-win situation is
through engagement [4] [55]. Furthermore, in order to develop and nurture engagement, a two-way relationship between employers and employees is required [56]. This
is supported by [57] who stated that employee engagement is all about building great
relationships with employees by embracing fine management philosophies, recognizing
employees’ talent and potential, and providing enriching professional experiences. According to them organizations who do this are bound to succeed. Engaged employees
have many qualities such as wise self-starters, believe in supporting the organization,
motivate co-workers, work with passion, have high energy level, enthusiastic, and often
involve themselves deeply in their jobs. Because of these qualities, engaged employees
are expected to work better and smarter and thus lead to increased individual and or366
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ganizational performance and provide a foundation for sustainability [22] [57].
Many factors have been reported to facilitate or impede employee engagement. For
example the [14] stated that recognition given to high performers, clear understanding
of how jobs contribute to strategy, company-wide communication of goals, individual
goals aligned with corporate goals, among others are considered important drivers of
employee engagement. According to [57], there are several key drivers of employee engagement that help create a road map for achieving organizational excellence. Among
these drivers are: Nature of the job, line of sight between employee and organizational
performance, career growth opportunities, pride about the company, co-workers and
team members, employee development, and relationship with one’s manager. As a result organizations are required to understand and utilize various antecedents that help
and facilitate employees to become engaged and maintain the engaged status [22] [58].
In order to determine whether employees in an organization are considered engaged
or not three facets are taken into consideration: Vigor, dedication, and absorption.
These three facets will be basis for measuring employee engagement in this study based
on the study conducted by [32].

3.1. Vigor
Vigor is referred to as “high energy, resilience, a willingness to invest effort on the job,
the ability not to be easily fatigued, and persistence when confronted with challenges”
([54], p. 47). Vigor is about the presence of four factors: 1) high energy levels; 2) mental
resilience; 3) willingness to invest effort; and 4) the persistence in the face of challenges.
All these factors are required in order for an individual to show vigor while performing
a certain job [59].

3.2. Dedication
Dedication refers to “being strongly involve in one’s work and experiencing a sense of
significance, enthusiasm, inspiration, pride, and challenge” ([54], p. 70). According to
[32], dedication is all about the mental and emotional state that reflects a sense of significance, enthusiasm, inspiration, and pride on experience. A person cannot be labelled
as dedicated without the presence of such factors.

3.3. Absorption
Absorption refers to “a pleasant state of being immersed in one’s works experiencing
time passing by quickly and being unable to detach from the job” ([54], p. 47). A person who is absorbed in his or her job is characterized by being fully concentrated in his
or her job, does not feel time passing by while performing the job, and has difficulty
detaching or removing his or her self from work [59].

4. Organizational Performance (OP)
As organizations embark on an era characterized by globalization and digitization, organizational performance has become a major concern amidst existing and emerging
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challenges [60] [61]. Furthermore it has been noticed that the basis for determining organizational success or failure of both profit and non-profit organizations is organizational performance [62]. Therefore, businesses are striving to increase their performance [56] [63]. It is of vital importance for organizations to know and understand
which factors influence an organization’s performance in order to take appropriate
steps to make them available [62]. According to [64], organizational performance is the
result of several business factors such as work processes, team/group communication
and interaction, corporate culture and image, policies, leadership, and climate that
promotes innovation, creativity, and loyalty.
The concept of organizational performance has been around for many years and has
seen many transformations over the years. In the 1950s organizational performance referred to the extent to which organizations fulfilled their objectives. In the 1960s and
1970s organizational performance was defined as the ability of an organization to exploit its environment for accessing and utilizing limited resources. In the 1980s and
1990s organizational performance was seen as the ability to accomplish goals (effectiveness) using minimum resources (efficiency) [65]. In the twenty first century many
definitions of organizational performance have been reported. According to [66], organizational performance refers to the ability of organizations to meet the needs of stakeholders and its own needs for survival. [67] suggested that organizational performance
is based on the premise of using human, physical, and capital resources in order to
achieve a shared purpose. ([68], p. 43) defined organizational performance as “a measure of how well organizations are managed and the value of they deliver to customers
and other stakeholders”. All in all the essence of performance is value creation. So as
long as the value created by the use of various assets owned by the organization is
greater than or equal the value expected by the use of these assets, the assets will continue to be made available to the organization thus ensuring the existence of the organization [67] [69].
Since organizational performance comprises the actual output or results of an organization compared to its expected outputs, measuring organizational performance is
crucial as it allows organizations to assess how well work is done and thus be able to
focus attention on areas that require improvement [70]. Many organizations have realized the importance of continuously evaluating performance and have adopted various
approaches to evaluate performance [71] [72]. For many years organizations have performance evaluations solely on financial criteria which has been criticized for it many
flaws [13]. These financial measures’ biggest flaws are its inability to distinguish differences between firms and it gives misleading information about continuous improvement and innovation which is completely the opposite of what firm desire [73]. As a
result it is clear that evaluating performance of organizations requires the consideration
of several other organizational goals and not focusing only on financial goals. However,
many organizations have neglected nonfinancial goals or measures of organizational
performance as they difficult to manipulate and control due to their subjective and
susceptive nature [64]. Nonfinancial goals need to be considered when measuring or368
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ganizational performance as many stakeholder groups are considered important in today’s business environment other than a company’s shareholders. Therefore, all stakeholders need to be taken into account when assessing organizational performance
without preference of one group over another [70] and [74].In this study organizational
performance will be measured using the dimensions of product/service quality, customer satisfaction, employee retention, employee attraction, management-employee
relations, and employee relations as suggested by [75].

5. Research Methodology
5.1. Research Model and Hypotheses
The major elements of this research are established based on previous literature, either
theoretically or empirically. Figure 1 represents a model for the study that shows the
independent variables within the construct of corporate social responsibility, the mediating variable (employee engagement), and the dependent variable (organizational
performance), and the proposed relationship between them.
In order to test the relationship among corporate social responsibility, employee engagement, and organizational performance, the following null hypotheses were developed.
H 01: There is no statistically significant relationship (at the level α = 0.05) between
corporate social responsibility and organizational performance.
H 01.1: There is no statistically significant relationship (at the level α = 0.05) between
internal CSR and organizational performance.
H 01.2: There is no statistically significant relationship (at the level α = 0.05) between
external CSR and organizational performance.
H 02: There is no statistically significant relationship (at the level α = 0.05) between
corporate social responsibility and employee engagement.
H 02.1: There is no statistically significant relationship (at the level α = 0.05) between
internal CSR and employee engagement.
H 02.2: There is no statistically significant relationship (at the level α = 0.05) between
external CSR and employee engagement.

Figure 1. Research model.
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H 03: There is no statistically significant relationship (at the level α = 0.05) between
employee engagement and organizational performance.
H 03.1: There is no statistically significant relationship (at the level α = 0.05) between
vigor and organizational performance.
H 03.2: There is no statistically significant relationship (at the level α = 0.05) between
absorption and organizational performance.
H 03.3: There is no statistically significant relationship (at the level α = 0.05) between
dedication and organizational performance.
H 04: Employee engagement does not mediate the relationship between corporate social responsibility and organizational performance.

5.2. Research Design
This research uses statistical package for social sciences version 19 in order to study the
relationships proposed by the research model and to test the hypotheses. The basis for
data collection and analysis is a field study in which respondents answered all items on
a five point Likert-scales ranging from 1 (strongly disagree) to 5 (strongly agree). Furthermore, elements used to consider each of the constructs were primarily obtained
from prior research. These elements provided a valued source for data gathering and
measurement as their reliability and validity have been verified through previous research and peer reviews. Corporate social responsibility and its corresponding items (i.e.
internal CSR and external CSR) were adapted from [18] [40] [41]. Employee engagement construct and its corresponding items (i.e. vigor, absorption, and dedication)
were derived from [32]. Organizational performance construct was adapted from [75].

5.3. Sample and Procedure
The mobile telecommunication industry in Jordan is considered one of the most important industries and has seen huge growth in recent years. This industry is also one of the
most competitive markets in the Middle East. According to Competition Intensity Index
released by [76]-[78], Jordan’s mobile market is the second most competitive in the region
behind Saudi Arabia. All mobile telecommunication companies in Jordan represented the
population used for this study. Based on the official statistical sources of the Jordanian
Ministry of communication and information technology, there are three licensed mobile
operators in Jordan: Zain, Uminah and Orange, with more than 10.7 million mobile subscriptions. According to a recent index produced by [76], Zain Jordan has the largest market share with 40% of the market, followed by Orange Jordan with 31%. Then there’s Umniah, the latest entrant that has 29% of the market share. The respondent of the study were
all staff working in the three mobile telecommunication companies, and who are considered to be the population. Based on the three companies annual reports, the total number
of employees working in mobile companies are about 1500 employees, and according to
Morgan Table data, 300 employees were considered the appropriate sample size for this
study [79]. 400 questionnaires were distributed to different employees, the total number of
questionnaires returned was 350 and were considered usable for the data analysis stage.
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6. Research Results
6.1. Validity and Reliability
Validity and reliability are two important measures to determine the goodness of the
study instrument; that is the quality and usefulness of the data collected. Validity relates
to accuracy and whether the instrument measures what it is intended to measure, while
reliability relates top recision; in other words it is used to check the consistency and
stability of the questionnaire [80]. The researcher used scales and items that were previously developed and used by other researcher with similar interest to ensure content
validity. Also, face validity was tested by creating a draft of the questionnaire that was
then reviewed by four academic lecturers—who have a sufficient knowledge and experience regarding this topic—to ensure that each item is measuring what is intended to
be measured, and to avoid any ambiguity and complexity in the phrasing of the questions. The reliability of the instrument was measured by the Cronbach’s alpha coefficient. Some scholars [80] suggested that the values of all indicators or dimensional
scales should be above the recommended value of 0.60. Table 1 represents the results of
Cranach’s alpha for the independent, mediating, and dependent variables. Cronbach’s
alpha coefficients of all the tested variables were above 0.60 indicating that the study instrument is reliable.

6.2. Hypotheses Testing Results
The main purpose of conducting this study is to examine the relationship between corporate social responsibility, employee engagement, and organizational performance in
Jordanian mobile telecommunication companies. Consequently, in order to test the
hypotheses developed for this study, simple and multiple regression techniques were
used. The level of significance was chosen to be 0.05 (and hence 95% level of confidence) as it is the level traditionally chosen for business research. Finally, according to
the regression analysis results, the null hypotheses were either accepted or rejected and
a justification for the decision was given. The results of testing the main and sub hypotheses are demonstrated in the following Tables 2-4.
Table 1. Reliability statistics.
Variable

Cronbach’s Alpha

No. of Items

Corporate Social Responsibility

0.819

15

Internal CSR

0.867

5

External CSR

0.839

10

Employee Engagement

0.861

16

Vigor

0.853

6

Absorption

0.872

5

Dedication

0.867

5

Organizational Performance

0.606

6
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The correlation coefficient R = 0.637 indicates that there is a positive correlation between CSR and organizational performance as mentioned above. This proves that the
independent variables and dependent variable change in the same direction. R square,
coefficient of determination, provides information regarding the goodness of fit of the
regression model [79]. In other words, it represents the percentage of variance in the
dependent variable that is explained by the variation in the independent variable [79].
The value of R2 = 0.406 indicates the amount of variations in organizational performance that is accounted by the fitted model and has been explained by CSR. The adjusted
R2 indicates the generalizability of the model. It allows generalizing the results taken
from the respondents to the whole population. It is noticed that the value of the adjusted R2 = 0.403 is close to the value of R2 = 0.406. If the adjusted R2 is excluded from
R2 the value will be (0.406 − 0.403 = 0.003).This amount of reduction means that if the
whole population participates in the study and the model has been fitted then, there
will be 0.3% reduction in the variance of the outcome.
The next step is the analysis of variance (ANOVA) that allows us to statistically test
the main null hypothesis. The results of the ANOVA table show that the F-ratio =
118.583 which is significant at level p < 0.05 (sig. < 0.001), this result indicates that
there is less than 5% chance that an F-ratio of this value would occur by chance alone.
Since the p-value is smaller than the level of significance (0.05), the null hypothesis is
rejected at p < 0.05 significance level. Hence, there is a statically significant relationship
between CSR and organizational performance.
Table 2. Multiple regression for the first main hypothesis.
R

R2

Adjusted
R2

F-Value

Sig

0.637

0.406

0.403

118.583

<0.001

Standardized
t-Value
Beta

Sig

Internal CSR

0.466

11.146

<0.001

External CSR

0.371

8.864

<0.001

Table 3. Multiple regression for the second main hypothesis.
R

R2

Adjusted
R2

F-Value

Sig

0.771

0.594

0.591

253.593

<0.001

Standardized
t-Value
Beta

Sig

Internal CSR

0.641

18.531

<0.001

External CSR

0.343

9.921

<0.001

Table 4. Multiple regression for the third main hypothesis.
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R

R2

Adjusted
R2

F-Value

Sig

0.851

0.724

0.722

303.114

<0.001

Standardized
t-Value
Beta
17.734

Sig

Vigor

0.616

<0.001

Absorption

0.115

3.365

0.001

Dedication

0.378

13.083

<0.001
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Results from the coefficients table, the t and sig. (which is known as p-value) values,
give a rough indication of the contribution of each predictor variable [81]. A large absolute t-value and small p-value suggests that the predictor variable does contribute to
the criterion variable. The results show that all the dimensions of CSR are significant
contributors to organizational performance (p-value < 0.05). Furthermore, the standardized beta coefficient is a measure of the contribution of the predictor variable to
the criterion variable [81]. A large value indicates that a unit change in this predictor
variable has a large effect on the criterion variable. In this study internal CSR has the
most contribution to organizational performance with a β of 0.466 which indicates that
it is a strong predictor of organizational performance. External CSR follows with β values of 0.371. Based on the results obtained from the multiple regression H01.1 and H01.2
were rejected.
The correlation coefficient R = 0.771 indicates that there is a positive correlation between CSR and employee engagement as mentioned above. This proves that the independent variables and dependent variable change in the same direction. R square, coefficient of determination, provides information regarding the goodness of fit of the regression model [79]. In other words, it represents the percentage of variance in the dependent variable that is explained by the variation in the independent variable. The
value of R2 = 0.594 indicates the amount of variations in employee engagement that is
accounted by the fitted model and has been explained by CSR. The adjusted R2 indicates the generalizability of the model. It allows generalizing the results taken from the
respondents to the whole population. It is noticed that the value of the adjusted R2=
0.591is close to the value of R2 = 0.594. If the adjusted R2 is excluded from R2 the value
will be (0.594 − 0.591 = 0.003).This amount of reduction means that if the whole population participates in the study and the model has been fitted then, there will be 0.3%
reduction in the variance of the outcome.
The next step is the analysis of variance (ANOVA) that allows us to statistically test
the main null hypothesis. The results of the ANOVA table show that the F-ratio =
253.593which is significant at level p < 0.05 (sig. < 0.001), this result indicates that there
is less than 5% chance that an F-ratio of this value would occur by chance alone. Since
the p-value is smaller than the level of significance (0.05), the null hypothesis is rejected
at p < 0.05 significance level. Hence, there is a statically significant relationship between
CSR and employee engagement.
Results from the coefficients table, the t and sig. (which is known as p-value) values,
give a rough indication of the contribution of each predictor variable [81]. A large absolute t-value and small p-value suggests that the predictor variable does contribute to
the criterion variable. The results show that all the dimensions of CSR are significant
contributors to employee engagement (p-value < 0.05). Furthermore, the standardized
beta coefficient is a measure of the contribution of the predictor variable to the criterion variable [79]. A large value indicates that a unit change in this predictor variable
has a large effect on the criterion variable. In this study internal CSR has the most contribution to employee engagement with a β of 0.641 which indicates that it is a strong
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predictor of employee engagement. External CSR follows with β values of 0.343. Based
on the results obtained from the multiple regression H02.1 and H02.2 were rejected.
The correlation coefficient R = 0.851 which indicates that the relationship between
employee engagement and organizational performance is positive and that both variables change in the same direction. The coefficient of variation R2 shows that 72.4% of
the variation in the dependent variable (organizational performance) is explained by
the independent variable (employee engagement). The adjusted R2 indicates the generalizability of the model. It allows generalizing the results taken from the respondents to
the whole population. It is noticed that the value of the adjusted R2 = 0.722is close to
the value of R2 = 0.724. If the adjusted R2 is excluded from R2 the value will be (0.724 −
0.722 = 0.002). This amount of reduction means that if the whole population participates in the study and the model has been fitted then, there will be 0.2% less variance in
the outcome. The analysis of variance (ANOVA) allows us to statistically test the main
null hypothesis. The above Table 4 shows the results of the ANOVA test, where the
F-ratio = 303.114 and the p-value = 0.000, this result indicates that there is less than 5%
chance that an F-ratio of this value would occur solely by chance. Since the p-value
(<0.001) is smaller than the significance level (0.05), the null hypothesis is rejected and
the alternative hypothesis is accepted indicating that there is a relationship between
employee engagement and organizational performance.
The results in the coefficients table revealed that all the dimensions of employee engagement (vigor, absorption, and dedication) were significant predictors of organizational performance given that their significant betas were 0.616, 0.115, and 0.332, respectively. Therefore, H03.1, H03.2, and H03.3 were rejected. In order to test the fourth
main hypothesis that questions whether employee engagement mediates the relationship between CSR and organizational performance, the [82] model of mediation test
was used. Although this test is old it is still considered a valid test for mediation. To test
this hypothesis a combination of simple and multiple regression analyses were conducted as proposed by [82]. The results of the regression tests can be seen in Table 5.
The [82] model of mediation focuses on the unstandardized regression coefficients,
therefore, the coefficients mentioned in the below table represent the unstandardized
betas.
To determine whether employee engagement mediates the relationship between CSR
and organizational performance the following rule should be followed: If the independent variable is no longer significant when the expected mediator is controlled, the
finding supports full mediation. If the independent variable is still significant (i.e., both
the independent variable and the expected mediator both significantly predict the dependent variable), the finding supports partial mediation [82]. Based on this rule, full
mediation exists since CSR became non-significant when employee engagement entered the model. Researchers such as [83] have suggested that the Baron and Kenny approach to finding mediation should be supplemented by a formal test to determine the
amount of the indirect effect as the Baron and Kenny model only provides whether an
indirect effect exists or not without any indication of an amount of this effect. In order
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Table 5. Regression analysis for mediation of emotional intelligence on job performance through
conflict.
Variables

Step 1
Organizational
Performance

Step 2
Employee
Engagement

Step 3
Organizational
Performance

Step 4
Organizational
Performance

(Constant)

1.614**

1.061**

0.791**

0.776**

CSR

0.604**

0.732**
0.812**

0.790**

0.811

0.811

Employee Engagement
R

0.635

0.769

0.026

R²

0.403

0.591

0.657

0.657

Adj. R²

0.401

0.590

0.656

0.655

F-Value

234.572**

503.186**

666.861**

332.933**

**p ≤ 0.05.

to calculate the indirect effect a test developed by [84] was used. According to [84], the
unstandardized regression coefficient obtained from regressing the mediator to predict
the dependent variable (adjusting for the independent variable) (β = 0.790) should be
multiplied by the unstandardized regression coefficient obtained from regressing the
independent variable to predict the mediator (β = 0.732).Thus, the indirect effect of
CSR on organizational performance through employee engagement = 0.790*0.732 =
0.578. To ensure that the indirect effect is significant, it is recommended to run Sobel
test [84].
The Sobel test requires the computation of the raw regression coefficient (unstandardized coefficients) and the standard error for this regression coefficient for the association between the independent variable and the mediator (path a), and the association
between the mediator and the dependent variable (adjusting for the independent variable, path b). The unstandardized β for path (a) = 0.732 and the standard error = 0.033,
and for path (b) unstandardized β = 0.790 and the standard error = 0.049. The data are
then used to calculate the Sobel test value, where it was found that the t-value = 13.042
and the p-value < 0.001. These results showed that the null hypothesis should be rejected and the alternative hypothesis should be accepted since the p-value for the Sobel
test (<0.001) falls below the established alpha level of 0.05, indicating that the association between the independent variable (CSR) and the dependent variable (organizational performance) is reduced significantly by the inclusion of the mediator (employee
engagement) in the model; in other words, there is evidence of mediation.

7. Discussion and Conclusion
The aim of this research was to examine the relationship between corporate social responsibility, employee engagement, and organizational performance in Jordanian mobile telecommunication companies.
H 01: There is no statistically significant relationship (at the level α = 0.05) between
corporate social responsibility and organizational performance.
The results of this study revealed that there is a significant positive relationship be375
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tween CSR and organizational performance. This result supports the conclusions of [7]
[23] [85]-[89]. The reason behind this positive association may be attributed to the fact
that organizations have relationships with many groups including customers, employees, communities, etc other than shareholders alone, and all these stakeholders affect and are affected by the actions of the organization. By balancing and addressing the
needs of different shareholders, organizations can become more efficient at responding
and adapting to various stakeholder demands [90]. Furthermore, according to firm-ascontract analysis, high organizational performance results from both separate satisfaction of bilateral relationships and the simultaneous coordination and prioritization of
multilateral stakeholder interests [88]. As a result, focusing on the interests of different
stakeholders enhances the organizations competitive advantage and long term value
creation [90].
However, not all studies undertaken to examine the relationship between CSR and
organizational performance have been favourable. Some previous studies have produced mixed results showing non-significant, negative, or no relationships (For e.g.
[91]-[93]). One possible explanation for this is that the relationship between CSR and
OP is indirect suggesting that some variables exist that mediate or moderate the relationship. Another reason is that previous studies focused mainly on consumers’ perception of CSR activities with less attention paid to employees’ perceptions [94]. Furthermore, it has been suggested that measurement issues and model misspecification may
be possible reasons for the lack of consensus among different CSR-OP studies [90].
H 02: There is no statistically significant relationship (at the level α = 0.05) between
corporate social responsibility and employee engagement.
It has been found through this study that the presence of CSR in an organization
leads to increased levels of employee engagement. This result is consistent with the
findings of [20] [24] [32] [95]-[97] suggested that individuals have a need to classify
themselves and others into social groups in an effort to derive part of their identity
from that group. Within this context, belonging to a group and sharing common goals
can help explain employees’ perceptions, feelings, and behaviours. Thus CSR as a
common goal might enhance engagement [32]. Further, this study found internal CSR
to be the strongest predictor of employee engagement. This is supported by [98] who
reported that the way employees are treated is the ultimate test of a company’s CSR.
According to [99], employees’ perceptions of the way their organization conducts
business in accordance with morality and ethics beyond basic legal requirements, positively stimulates them, leading to positive relationship between ethical citizenship and
work engagement. In contrast, [100] indicated that employees that perceive their organizations engaging in illegal behaviour and break the law will experience negative
feelings of anxiety, suspicion, and insecurity resulting in the disengagement of those
employees from their work.
In addition, organizations that are good citizens allow for employees to care for the
well-being of each other, people in their communities, and the planet as a whole. Employees do not need to wait until they get home to be caring individuals, instead they
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can be more than just a profit-making machine and actually act as their true selves
while also making money for the company [20]. External CSR was also found to be a
predictor of employee engagement but to a lesser extent. Evidence suggests that externally focused corporate citizenship has a positive influence on employee engagement
[101] [102] which is consistent with this study.
H 03: There is no statistically significant relationship (at the level α = 0.05) between
employee engagement and organizational performance.
Employee engagement has become a top priority for businesses around the world.
Business leaders recognize that having a highly engaged workforce leads to increased
innovation, productivity, and bottom-line performance while reducing costs of hiring
and retaining talented employees in a highly competitive talent market [14]. The literature indicates that employee engagement is closely related with organizational performance outcomes (see [103]-[105]). This study asserts this conclusion where it was
found that employee engagement has a positive significant relationship with organizational performance. Companies with engaged employees have higher employee retention, productivity, profitability, growth, and customer satisfaction. Whereas companies
with disengaged employees suffer from waste of effort and bleed talent, have less committed employees, face increased absenteeism, have less customer focus, less productivity, and reduced operating margins and net profits [56]. This may be attributed to three
general behaviours demonstrated by engaged employees which include; say-the employee advocates for the organization to co-workers, and refers potential employees and
customers, stay—the employee has an intense desire to be a member of the organization despite the opportunities to work elsewhere, strive—the employee exerts extra time,
effort, and initiative to contribute to the success of the business [106]. Furthermore,
engaged employees approach their tasks with a sense of self-investment, energy, and
passion that translate into higher levels of performance [54]. As such by being focused,
energetic, and fully engrossed in their jobs, engaged employees become highly motivated to direct their focused energy towards organizational goals [107].
Another possible reason for the association between employee engagement and organizational performance is the dimensions that makeup employee engagement. The
first dimension is vigor which relates to high levels of positive energy and mental resilience while working, and the willingness to invest time and efforts in job tasks. The
second dimension is dedication which relates to the state mind in which employees
perceive their work as significant and meaningful. Finally absorption which relates to
the cognitive aspects where employees experience their jobs as engrossing and something on which they are fully concentrated and difficult for a person to detach themselves from it [108]. Other researchers such as [109] contradicted the findings of this
study as they reported low to moderate relationship between employee engagement and
organizational outcomes like customer satisfaction, profit, productivity, turnover, and
safety [96].
H 04: Employee engagement does not mediate the relationship between CSR and organizational performance.
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The results of this study showed that employee engagement fully mediates the relationship between CSR and organizational performance in a significant way. This result
is supports the conclusion of [18] who suggested that CSR perceptions shape employees’
subsequent attitudes and behaviours towards their organizations. They further suggested that CSR presents an important opportunity to influence employee engagement
and in turn positive business outcomes that result from having an engaged workforce.
Employees who perceive their organization as socially responsible would be more
committed to the organization and outperform those employees who perceive the organization as irresponsible. This is likely to improve organizational performance because employees see a socially responsible organization as fair and reciprocate this fairness through dedication, loyalty, and increased productivity [18].
Organizations that provide positive psychological climate, good working conditions,
job resources, and organizational support inspire their employees to give their best and
go the extra mile to enhance the effective functioning of the organization. In addition,
employees perform better when they experience positive practices at work such as being
treated with respect, having opportunities to develop their careers, adequate reward and
recognition for high performance etc. all of which relate to having internal CSR in the
organization. Therefore, creating a positive work environment is of vital importance for
employees to increase their work engagement and consequently help their organizations flourish [108] [110]. This is due to the fact that engaged employees are also more
likely to view the organization as a healthy environment and therefore more likely to
support the organization.
To sum, the motivation of this study was to determine the relationship between corporate social responsibility, employee engagement, and organizational performance. A
theoretical model was proposed and empirical testing was completed using a sample of
350employees working at three different mobile telecommunication companies in Jordan. The findings increase our understanding of the importance of CSR, and its association with organizational performance through the presence of employee engagement.
However, there are some limitations of the study.
The first limitation is the dependence on a single sector to apply the study on. Although mobile telecommunication companies are one of the most known companies
for their corporate social responsibility, the results are confined to this sector alone and
thus cannot be generalized to other sectors. Therefore future researchers should look
into applying this study on different sectors to increase the generalizability of the results. Another limitation is that the proposed conceptual model which is based on the
cross-sectional data from the three mobile telecommunication companies in Jordan.
Longitudinal investigations can be undertaken to improve the reliability of the data. In
addition, it might be possible that examining the main constructs in this study over a
longer period would yield more insights into the associations between the research variables on organizational performance. Furthermore, the scales used to measure the
various concepts of this study may present themselves as a limitation. Other researchers
may choose different scales to determine whether similar or comparable results would
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be obtained. Also, the data and results reported in this study were based on a single
country, Jordan, and in turn are applicable specifically to the Jordanian context. Thus,
this raises inquiries regarding the generalizability to other cultures and different contexts. Therefore, further research is needed with regards to several countries since this
would help to advance understanding of the CSR phenomenon and the conditions and
outcomes of achieving it from different nationwide origins in different contexts. Moreover, the use of the [82] mediation model and [84] test may present a limitation in this
study since they are regarded as simple and old fashioned ways for testing for mediation. More complex and modern ways for testing for mediation can be employed to
make the results more reliable and current. Indeed, although this study investigated
several hypotheses and offered empirical support for the acceptance and refusal of some
of these hypotheses; more generalizations on the application of the theoretical premises
that developed in building the research model will be needed. This is to say, a more generalized research model that compensate the current research limitations by adding
further impacting variables to the model and obtaining a more representative sample
from different sectors is needed.
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