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Abstract.
BACKGROUND: Amid the mounting COVID-19 situation, we take up the opportunity to examine micro-level CSR practices
as an internal strategic approach for employees’ engagement to assist organizational resiliency. Past research had documented
the Matthew effects of engaged employees and the fatal threat of disengaged employees. However, little is known to the
precise outcome of job engagement and organizational engagement.
OBJECTIVE: This study endeavors to offer comprehensive findings on job engagement and organizational engagement
through the antecedent of micro-level CSR practices. Additionally, job engagement was modelled as the mediator between
micro-level CSR practices and organizational engagement. Stakeholder Theory, Social Exchange Theory and Engagement
Theory guided the development of the hypotheses.
METHODS: Quantitative judgmental sampling technique was employed to reach out to the targeted respondents. A total of
336 responses was collected for statistical analysis facilitated by partial least squares structural equation modeling (PLS-SEM)
approach.
RESULTS: The study revealed that employees’ involvement and working environment are positively influencing job engage-
ment and organizational engagement while the others micro-level CSR practices demonstrated mixed results. Also, job
engagement was found to mediate the relationships between the four dimensions of micro-level CSR practices (i.e., employees’
involvement, employees’ empowerment, work-life balance and working environment) and organizational engagement.
CONCLUSIONS: Micro-level CSR practices positively affecting job engagement and organizational engagement with
different degree of influences. Organizations could consider implementing micro-level CSR practices for enhanced job
engagement and organizational engagement to ease the challenging moment during uncertainty.
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1. Introduction

COVID-19 has been an unprecedented catastro-
phe to all industries and individuals worldwide.
Since mid-March 2020, many parts of the world
went into lockdown, while others implemented a
restricted movement order [1]. Non-essential busi-
nesses were mandated to cease operations, which led
to widescale business disruptions that have scarred
the economy [2]. Despite the administration of the
vaccine, COVID-19 cases continue to spike; as of
September 2022, the virus has taken 6.54 million lives
[3]. The hike in cases is caused by the COVID-19
virus mutation while the vaccination research fails
to keep up with the speed of mutation. This signi-
fies that the battle against this pandemic may prevail

for some time. Organizations’ responses to the pro-
foundly disrupted business activities and the national
economic situation are urgently called for with revi-
talization strategies [4]. The evidence of the desirable
outcomes of micro-level CSR practices in past studies
(e.g., Low & Spong [21], Jamali et al. [10], Mory et
al. [11]) motivated this study to investigate its impact
as a frugal fix during a crisis context.

From the strategic management perspective, cor-
porate social responsibility (CSR) has a protagonist
role to play by offering a conservative revival. Mat-
ten and Moon [5] explained that today’s corporations
are vehicles for change which transform CSR with
an emphasis on sustainability. While many past CSR
initiatives have been linked to external stakehold-
ers at the firm-level based on social, environmental,
and financial performance indicators [6], which is
called macro-level CSR, it is time to extend CSR
efforts to more pertinent stakeholders – employees
[7], i.e., micro-level CSR practices. Micro-level CSR
refers to activities devoted to enhance employees’
physiological and psychological welfare. When the
internal resource of the organization is in top-notch
condition, it would then translate into the driving
force of the organization’s success and resiliency.
Many researchers (e.g., Piao, & Managi [8], Yas-
meen, Yasmeen, & Zahra, [9]) have consistently
claimed the importance of employees’ well-being in
any organization’s achievement. The implementation
of micro-level CSR also comes with manifold ben-
efits such as discharging the role of a responsible
employer.

Therewith, this study is set to answer the core
research question of whether micro-level CSR
practice would produce a more engaged work-
force in times of crisis. Specifically, what is the
influence of micro-level CSR practices on job
engagement and organizational engagement; and
would job engagement mediates the relationship
between micro-level CSR and organizational engage-
ment? We believe that micro-level CSR practices
offer dual benefits to employees and organiza-
tions during the pandemic. This study aspires to
accomplish three objectives. The first objective is
to examine the distinct effects of the five dimen-
sions of micro-level CSR (employee empowerment,
employee involvement, employment stability, work-
ing environment, and work-life balance) on job
engagement, while the second objective examines
the influence of these dimensions on organizational
engagement. The third objective investigates the
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mediating effect of job engagement on the connection
between micro-level CSR practices and organiza-
tional engagement.

In addressing these three research objectives, this
study bridges the existing research gaps in four ways.
First, it highlights the importance of micro-level
CSR, which concerns the welfare of the employ-
ees. Micro-level CSR practices are deemed timely
and appropriate at this juncture because they are
a form of internal strategic management without
external assistance, which is scarce during a global
crisis. In fact, Low and Siegel [7] expounded on the
emergence of micro-level CSR as a new frontier of
CSR research with an upward trend in employee-
centered CSR research recently. Low and Spong [21]
testified the positive outcomes of micro-level CSR
on employee engagement while Jones et al. [12]
also asserted the need and the importance of mul-
tilevel insights. However, most CSR research has
predominantly focused on macro-level CSR activ-
ities (e.g., Ye et al. [13]), which involve a vast
group of external stakeholders at the firm-level.
Our study seeks to showcase the importance of
micro-level CSR practices in contributing to orga-
nizational success through the employee-centered
approach.

Second, this study investigates the execution of
micro-level CSR practices for business resilience in
an unprecedented pandemic situation. In the fight
against COVID-19, many organizations have been
ordered to close and/or adopt a new set of stan-
dard operating procedures (SOP). The pandemic
has caused many unique phenomena to surface, be
it individuals or organizations [85]. The predica-
ments that organizations encounter in this context
uniquely differ from the conventional environment
of perennial competition, which has been the com-
mon theme of employee-centered CSR research. For
example, Golob and Podnar [14] studied the role of
internal CSR for cooperating marketing purposes,
Goergen et al. [15] investigated internal CSR for
firm propensity, Donia et al. [16] examined how
employee-centered CSR initiatives attract the mil-
lennials, and Merriman et al. [17] investigated the
incentives of micro-level CSR for organizational sus-
tainability. These studies were conducted during the
typical business cycle when micro-level CSR prac-
tices were considered to outdo rivals in reputation,
talent attraction, and sustainability. Unlike these stud-
ies, our work investigates micro-level CSR practices
in an unprecedented context. In parallel, Conley and
Johnson [18] highlighted that the past is the future

for the period of COVID-19 research in the social
sciences. In this regard, we supplement the existing
literature by enriching our understanding of micro-
level CSR practices during the pandemic through
insightful findings.

Third, this study considers employee engagement
comprises of two distinguishable categories: job
engagement and organizational engagement. Based
on our recent engagement literature review, we
observed that researchers have often studied the con-
cept of employee engagement as a single construct
(e.g., Saks et al. [89], Bapat & Upadhyay, [19],
Gupta, [20], Low & Spong, [21]) without differentiat-
ing job engagement from organizational engagement.
Job engagement or work engagement refers to a
state of dedication, vigor and absorption at work in
the context of high job demands [21]. On the other
hand, organizational engagement connotes employ-
ees’ complete involvement of themselves with the
organization, as governed by organizational objec-
tives and values [23]. Therefore, by examining job
engagement and organizational engagement distinc-
tively, this study stands out from previous studies
and complements the existing literature with more
informative findings.

The fourth contribution arises from its utiliza-
tion of the latest social science statistical approach
in explanation and prediction assessment. Tradition-
ally, social science research draws on the explanatory
approach by testing and quantifying the causal
relationships for generalization from a sample to
the population of interest [24]. The current study
advances the dichotomy of the explanation and
prediction method by offering causal relationship
explanations as well as out-of-sample predictions.
The predictive element in social science is indeed
gaining a foothold to assess a hypothesized model’s
predictive ability apart from its explanatory power.
This study performs vigorous statistical testing to
derive more robust findings.

Current study portrays the nexus of micro-level
CSR practices with job and organizational engage-
ment in the pandemic milieu by reviewing the
Stakeholder Theory, the Social Exchange Theory
(SET), and the Engagement Theory. The remainder of
this paper is structured in the following manner. The
theoretical background and hypotheses development
are presented after the introduction section. This is
followed by the research method, data analysis, and
results, before proceeding to the discussion and con-
clusion section. The paper concludes with the study’s
limitations and directions for future research.
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2. Theoretical background and hypotheses
development

2.1. Stakeholder theory, social exchange theory
and engagement theory

Three underpinning theories guide the develop-
ment of this study. Firstly, the Stakeholder Theory
[25] offers a deviation from the customary under-
standing of business as a vehicle to maximize owners’
returns, as it advocates generating value and interest
to diverse stakeholders [26]. This theory highlights
the importance of building and maintaining sustain-
able stakeholder relationships for firm performance.
In this vein, micro-level CSR practices reflect the
essence of the Stakeholder Theory to build and
uphold sustainable relationships with highly perti-
nent stakeholders – employees.

Next, referring to the Social Exchange Theory
(SET), the implementation of micro-level CSR prac-
tices is rewarded with the Matthew effect of positive
employee outcomes. According to Zhang et al. [27],
social life often involves a progression of consecu-
tive dealings between two or more parties through a
reciprocity process. The reciprocity process results in
one party’s tendency to repay the good or bad deeds
of the other party, depending on the relationship and
trust level [28]. Based on an integrated understand-
ing of the Stakeholder Theory and the SET, when
employees receive good deeds through micro-level
CSR practices in times of disaster, they would repay
their organizations with encouraging attitudes and
behaviours.

Hejjas et al. [29] ascertained the role of Stakeholder
Theory in providing a valuable foundation to study
employee disengagement. The Engagement Theory
[30] elucidates disengagement as the lack of commit-
ment and attachment towards the execution of work,
while engagement is described as the employees’
motivation and commitment towards their role per-
formance [31, 32]. Therefore, employee engagement
is a core priority for every organization, especially
during uncertainty.

Taken together, the three aforementioned theories
collectively purvey an integrative theoretical foun-
dation for this study. Aguinis et al. [33] articulated
that for effective positive outcomes, organizations
are recommended to select a CSR strategy that is
embedded into the organization’s core competen-
cies. It should be integrated into a firm’s strategy,
routines, and operations. Henceforth, the notion of
micro-level CSR which aims to create and maintain

sustainable employee relationships indicates the exe-
cution of internal strategic management as a firm’s
strategy. The anticipation of employees’ positive out-
comes is advanced by the SET and the Engagement
Theory. Specifically, Aguinis et al. [33] explained
that a behavioural CSR approach, such as micro-level
CSR, benefits both employees and organizations in a
mutual exchange process. Moyo [32] pointed out that
employee disengagement has heightened during the
pandemic, raising the significant need for health and
safety to achieve employee engagement. This back-
drop motivates the study of micro-level CSR practices
for employee engagement in times of crisis.

2.2. Micro-level CSR practices, job engagement
and organizational engagement

A team of micro-level CSR pioneer researchers
(e.g., Al-bdour et al. [34], Turker, [35]) explained
that CSR activities discharged by organizations
to their employees cover the areas of safety,
health, wellbeing, work-family relationships, train-
ing and development, and equal opportunities. Ergo,
micro-level CSR refers to the psychological and
physiological aspects of employees. In Mory et al.
[11]’s work, seven dimensions are used to gauge the
psychological and physiological aspects of employ-
ees. There are employment stability, employee
involvement, empowerment, working environment,
skill development, workforce diversity, and work-
life balance; while in Al-bdour et al. [34]’s research,
human rights, health and safety, work-life balance,
workplace diversity training, and education were the
measures for employees’ welfare. After a careful
examination of these two works, we decided to con-
solidate the overlaps and adopt the more current
and complete measurement to address our current
research context of the vitality of micro-level CSR
in relation to employee engagement in times of cri-
sis. With this, employee empowerment, employee
involvement, employment stability, working envi-
ronment, and work-life balance are incorporated in
current study to comprehend its impacts on employee
engagement during the COVID-19 crisis.

Nonetheless, the link between CSR perceptions
and work engagement is not to be taken as uni-
versal. Rupp et al. [36] explicated the potential of
individual and contextual factors to act as meaning-
ful boundary conditions for employee engagement.
Additionally, Glavas and Agunis [37] provided the
nexus of sense making in the significance of micro-
level CSR practices; thus, it is worth making the
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important distinction between job engagement and
organizational engagement.

Engagement at work was originally conceptualized
by Kahn [30] as harnessing the organizational mem-
bers to their work roles, hence, it is also known as
employee engagement. It refers to the extent to which
an employee believes in the mission, purpose and val-
ues of the organization and displays that commitment
through their actions as an employee and their attitude
towards the employer. Engaged employees express
themselves physically, cognitively and emotionally
during the performance of their roles, which is
termed as job engagement [86]. Therewith, there are
three degrees of employee engagement, i.e., actively
engaged, not engaged and actively disengaged. Com-
monly, the research uncovered that employees fall
into the middle level specifically, not engaged. HR
personnel and managers’ opinion that engagement
challenge has to do with how the employee feels
about the work experience and how he/she is treated
in the organization. It is something the employee has
to offer; it cannot be explicitly stated in the employ-
ment contract. Also, engagement is distinctive on its
own and different from satisfaction, and motivation.
The original widely used term of employee engage-
ment embraces two attempts of organizations which
are to motivate the employees and focus on their
commitment to achieving the organizational objec-
tives. These two attempts branched out to job/ work
engagement and organizational engagement.

Employee engagement started to gain attention in
the late 2000 s after Gallup pointed out the alarming
financial losses borne by the US economy (approx-
imately US$450 billion to US$550 billion) due to
the declined productivity of disengaged employees.
Following this report, employee engagement stud-
ies proliferated (e.g., Balliester & Elsheikhi, [38];
Ismail et al. [39]). Gallup’s report also indicated that
higher employee engagement is directly related to
a greater level of productivity, while Al-Mehrzi and
Singh [40] linked it with economic growth and prof-
itability. Subsequently, the positive chain effects of
engagement are drivers of innovation and compet-
itive advantage [41]. With the intensified focus on
employee engagement levels in business, it is crucial
to make distinctions between the different types of
employee engagement. Saks and Gruman [23] stated
that employee engagement is not a unidimensional
concept but a multidimensional notion. Schaufeli and
Salanova [42] enlightened that employee engage-
ment covers the relationship between an employee
and his/her occupation, work, and organization. This

connotation leads to the classification of job/work
engagement and organizational engagement. Organi-
zations need to differentiate employees’ engagement
with their job from their engagement with their orga-
nization. It is possible for employees to be highly
engaged in their jobs but feel disconnected from the
overall organization or vice versa. Therefore, only
by examining job engagement and organizational
engagement distinctly can organizations craft appro-
priate strategies to address the different requirements
of both engagement types.

2.3. Employee empowerment

Employee empowerment involves employees tak-
ing independent actions or decisions in their assigned
tasks. It refers to the extent to which the employee
is given the opportunity to determine his/her operat-
ing context in a self-actualizing way. The adoption
of Work from Home (WFH) practices during the
COVID-19 pandemic has made the element of
employee empowerment more relevant and crucial.
Tripathi et al. [43] revealed how psychologically
empowered employees to develop a robust consid-
eration of their roles due to perceived organizational
support. Employee empowerment will progress into
creativity and engagement [44]. Parallel with this dis-
cussion, the following direct hypotheses are posited:

H1a: Employee empowerment positively influ-
ences job engagement.

H1b: Employee empowerment positively influ-
ences organizational engagement.

2.4. Employee involvement

Employee involvement refers to the practice
of having employees participate in critical oper-
ations and management meetings. Carmeli et al.
[45] asserted that employee involvement is part of
the normative foundation of moral decision-making
grounded in the theory of social responsibility. Macey
et al. [46] claimed that employee involvement and
work engagement are vital to drive organizational
success. This assertion is substantial in a crisis con-
text because employee involvement sends a message
to the employees that they are valued and trusted
[46]. Applied to the understanding of SET, employee
involvement necessitates trust between both par-
ties and enhances their reciprocity with positive
outcomes. Therefore, the following two direct rela-
tionships are put forth:
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H2a: Employee involvement positively influ-
ences job engagement.

H2b: Employee involvement positively influ-
ences organizational engagement.

2.5. Employment stability

Employment stability reflects the extent to which
organizations provide and secure stable jobs for their
employees. In the past, employment stability was
analyzed by Lin and Wei [48] in the early CSR
context because of aggressive global competition.
At present, the battle with COVID-19 has posed a
severe economic threat to many businesses. Adopting
the Stakeholder Theory’s lens, business organizations
have the most fundamental responsibility to their
employees, who should be prioritized by granting
a secure job. The SET further highlights the occur-
rence of an obligatory transactional exchange from
employees to the organization when this form of orga-
nizational support is given. Based on this rationale,
two direct hypotheses are proposed:

H3a: Employment stability positively influences
job engagement.

H3b: Employment stability positively influences
organizational engagement.

2.6. Working environment

The working environment carries equal weight
in the consideration of micro-level CSR practices.
The working environment refers to the issues of
health and safety in the workplace. In certain indus-
tries and organizations, it is explicitly written in
company policies to demonstrate organizational sen-
sitivity towards employees’ safety [91]. In line with
the core concept of micro-level CSR, a safe and
conducive working environment reflects the physi-
ological well-being of employees. Taking the current
pandemic into account, the working environment is
extremely important for employees to feel safe before
they could engage in their work. Consequently, the
following hypotheses are developed:

H4a: The working environment positively influ-
ences job engagement.

H4b: The working environment positively influ-
ences organizational engagement.

2.7. Work-life balance

To cultivate mindfulness for mental health, striking
a balance between work-related matters and personal
life matters is important as one does not infringe
on the other; this is called work-life balance (WLB)
[48]. According to Bekir [50], WLB in several coun-
tries has severely deteriorated due to the pandemic.
The implementation of WFH practices to minimize
COVID-19 infection has indeed blurred the line
between work life and personal life. Many employ-
ees have endured the stress of fulfilling multiple roles’
demands, ranging from high workload requirements
to ad-hoc family care arrangements. Such situations
cause a deterioration in WLB and detrimentally affect
the mental health of employees [51]. These negative
consequences do not halt at the individual level but
transfer to the work context and organizational level.
With this, the following hypotheses are formulated:

H5a: Work-life balance positively influences job
engagement.

H5b: Work-life balance positively influences
organizational engagement.

2.8. Job engagement, organizational
engagement and the mediating role of job
engagement

Job engagement is described as the relationship
of an employee with his/her work. In this context,
the core focus is on the employee’s job and roles
within the organization. Positive job engagement
denotes that the employee perceives meaningfulness
in his/her job that extends beyond his/her remunera-
tion package. Job-engaged employees associate their
value with the role tied to their own self-perception.
When they believe that their job is important and
valuable in the organization, they tend to work the
extra mile and perform progressively in their job.
Commonly, job engagement is interchangeable with
work engagement. For this study’s purpose, job
engagement is used, to clearly differentiate it from
organizational engagement.

Meanwhile, organizational engagement casts a
wider scope by going beyond the individual level
to encompass employees’ emotional commitment of
their complete selves to their organization and its
goals [23]. Therefore, organizational engagement is
affected by organizational factors such as organiza-
tional objectives and values. When organizational
engagement is achieved, it benefits organizations
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Fig. 1. Research framework.

substantially as everyone is committed to the firms’
common goals and motivated to work towards
them [89]. Henceforth, job engagement reflects self-
perception while organizational engagement covers
a broader focus. Based on this understanding,
we hypothesize that a job-engaged employee will
display positive organizational engagement by dili-
gently meeting organizational goals as postulated
in H6:

H6: Job engagement positively influences orga-
nizational engagement.

Considering the self-originating nature of job
engagement, the challenges faced by organizations
during this pandemic have more profoundly impacted
organizational engagement. Many business orga-
nizations are adopting WFH practices during the
pandemic, which has landed employees in a vulner-
able isolation state. Social distancing and isolation
phenomena run the risk of employees perceiving
their roles as singular instead of inter-complementary
when a job is to be done. Likewise, ensuring orga-
nizational engagement at every level has always
been a challenge for business organizations. In
this regard, we attempt to study the mediating
role of job engagement in bridging the relationship
between micro-level CSR practices and organiza-
tional engagement. Hypotheses H7 to H11 predict a
positive mediating effect of job engagement between

the five micro-level CSR practices and organizational
engagement, as follows:

H7: Job engagement mediates the relationship
between employee empowerment and organiza-
tional engagement.

H8: Job engagement mediates the relationship
between employee involvement and organiza-
tional engagement.

H9: Job engagement mediates the relationship
between employment stability and organizational
engagement.

H10: Job engagement mediates the relation-
ship between wok-life balance and organizational
engagement.

H11: Job engagement mediates the relationship
between working environment and organizational
engagement.

The above literature review has underscored
the importance of micro-level CSR practices and
their interrelations with employee engagement. The
hypotheses formulated are further illustrated in Fig. 1:
Research Framework. According to Alhozi et al.
[86], employee empowerment promotes job engage-
ment by augmenting an organization’s ability to
materialize its strategic approach to gain compara-
tive advantage and this positive outcome is cascaded
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Fig. 2. Measurement model assessment.

to the organizational level as organization engage-
ment [87]. Thereby, H1a and H1b are developed.
Employee involvement is another pertinent ele-
ment of organizational effectiveness. Dade et al.
[88] empirically testified the significant relation-
ship between employee involvement and employee
engagement which positively link to organizational
effectiveness. With this, H2a and H2b are formu-
lated. In 2015, United Nations envisions to achieve
full and productive employment and decent work for
all through United Nations Sustainable Development
Goal (UNSDG) 8, i.e., Decent Work and Economic
Growth. The grand vision has inspired much research
to examine the context of decent work. Drawing from
The International Labour Organization (ILO), decent
work is defined as productive work for individuals in
conditions of freedom, equity, security, and human
dignity. In essence, work is considered decent when:
it pays a fair income; guarantees a secure form of
employment and safe working conditions. The def-

inition and work conditions are closely related to
the description of micro-level CSR practices [7, 21,
90]. Henceforth, H3 to H5 are formed accordingly
to investigate its influence on job engagement. Sub-
sequently, Saks et al. [89] highlighted the need to
further explore employee engagement as current lit-
erature demonstrated a deficiency in distinguishing
between job engagement and organization engage-
ment. H6 to H11 are the indirect relationships that
aim to address this absence of enriching findings on
job engagement and organization engagement.

3. Research methods

3.1. Sampling and data collection

The World Health Organization (WHO)
announced that there were over 118,000 COVID-19
cases reported in more than 110 countries as of
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March 11th, 2020 [84]. No country has escaped from
this pandemic and like most countries, the Malaysian
government took various precautions to prevent the
virus outbreak.

Beginning March 18th, 2020, a series of national
quarantines and cordon sanitaire measures were
implemented by the Malaysian government. Five
phases of the MCO were mandated from March 18th
to August 31st, 2020. Data collection began in March
2020 and lasted for three months up to June 2020. We
extended our questionnaires to employees who were
employed and working throughout that period. Data
was collected from eligible candidates throughout
Peninsular Malaysia, which is justified as the region
contributes 78.6% of the overall Malaysia labor force,
as per the Department of Statistics Malaysia.

The judgmental sampling technique was employed
wherein researchers exercise their professional judg-
ment in identifying the targeted respondents. This
technique enables researchers to reach out to the tar-
geted population and increases the relevance of the
sample, given that individuals who do not meet the
criteria would not be included. To be eligible to partic-
ipate in this study, respondents had to be working and
attached to an organization but not be self-employed.

3.2. Instrument

The measures used in this study were adapted from
current literature with minor revision to better suit
the research context. The measures of the five micro-
level CSR practices dimensions were adopted from
Mory et al. [11] while the measure of job engage-
ment was derived from Schaufeli et al.’s [42] five-item
scale. All the measures adopted are reflective mea-
sures whereby the indicators are consequences of the
constructs. A 7-point Likert scale with “1” indicating
strongly disagree and “7” indicating strongly agree
was used for all the measures. The measures of this
study are presented in the Appendix.

3.3. Power analysis

G*Power program was utilized to calculate the
required sample size for statistical significance. With
our research model comes with six predictors, a min-
imum of 107 observations are required to attain an
effect size of 0.15 at 95% power level [52]. Memon
et al. [53] informed that there is no one-size-fits-all
solution to address the sample size, yet they recom-
mended a sample size of 160–300 is most appropriate
for multivariate statistical analysis techniques such

as PLS-SEM. With this in mind, we had sent out 800
questionnaires and successfully collected 336 com-
pleted responses, yielding a response rate of 42.0%.
According to Holbrook et al. [96], a response rate
that ranges from 5% to 54% is only marginally less
accurate than those that reported a higher response
rate. They further explained that while the response
rate is informative, it is insufficient to determine the
validity of the results. Reporting about the recruit-
ment and furnishing more detailed information about
how representative those who agree to participate in
comparison with those who do not agree based on
the population characteristics is a better risk assess-
ment. Henceforth, the current study’s response rate
of 42.0% falls into the indicative acceptable level.

3.4. Non-response bias

In conducting a quantitative questionnaire sur-
vey, it is not uncommon to have non-response bias.
Non-response bias occurs when there is a significant
variance between those who responded and those
who did not. Therefore, it presents a threat to the
findings. Armstrong and Overton [97] offered some
approaches to estimate the non-response bias, such as
comparison with the know values in the population,
subjective estimate, and extrapolation method. For
the current study, the subjective estimate was imple-
mented for three core reasons: first, it is a widely
recommended basis to cope with the non-response
bias; second, Brown [98] claimed that it is a useful
approach; and third, Schwirian and Blaine [99] tested
and confirmed its’ validity. Subjective estimates state
that people who are more interested in the subject of a
questionnaire often respond more readily and thereby
providing the necessary information for researchers
to understand the subject matter. With judgmental
sampling technique adopted and the consideration of
non-responses bias along with the response rate of
42.0%, we are confident that the detrimental effect of
non-response bias is not a concern in this study.

3.5. Common method bias

Common method bias (CMB) is a serious method-
ological phenomenon caused by common variation
induced by the measurement method adopted [54].
Data that suffered from CMB potentially lead to
artificial inflation of relationships that hinder the
measures’ reliability and validity. MacKenzie and
Podsakoff [55] proposed statistical and procedural
remedies to alleviate the issues of CMB. Current
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study adopted both procedural and statistical strate-
gies to mitigate CMB issue. Jordan and Troth [56]’s
suggestion of procedural remedy was employed. A
copy of the detailed research information coversheet
was given to all the respondents in order to increase
the probability of response accuracy. Also, pilot-test
was performed, and comments gathered were incor-
porated. For the statistical approaches, Harman’s
single factor and full collinearity variance inflated
factor (AFVIF) approach were executed. Harman’s
single factor test results informed that 23.76% of the
variance was explained by a single factor which indi-
cates that less than a majority of the variances were
explained. Also, the value of 2.208 was obtained for
AFVIF which is below the threshold of 3.3 [57].
All in all, CMB did not substantially influence the
results of the study as evidenced by the procedural
and statistical approaches.

3.6. Analytical technique

There are two commonly used Structural Equa-
tion Modeling (SEM) to analyze complex inter-
relationships between observed and latent variables,
namely Covariance based Structural Equation Mod-
eling (CB-SEM) and Partial Least Squares based
Structural Equation Modeling (PLS-SEM) [92]. CB-
SEM is based on covariance which is also known
as factor-based SEM approximates latent variables
by common factors, while PLS-SEM is based on
variance, called composite-based SEM [93]. Even
though factor-based SEM remains prevalent in prac-
tice, recent research in psychometrics calls the central
principles of the common factor model into ques-
tion. Rigdon et al. [94] highlighted that common
factor proxies cannot be assumed to carry greater
significance than composite proxies regarding the
existence or nature of conceptual variables. They fur-
ther expounded that the indeterminacy of common
factors creates a band of (metrological) uncertainty in
the relationship between the factor inside the model
and any variable outside the model including the con-
ceptual variable that the factor seeks to represent [94].

Current study decides on Partial Least Squares
Structural Equation Modeling (PLS-SEM) to pro-
ceed with the statistical analysis for two core reasons.
Firstly, PLS-SEM permits researchers to evaluate
complex models [58], which it matches our current
research model that comes with many indicators, con-
structs and structural paths. Secondly, PLS-SEM is a
causal predictive approach advancing on regression-
based technique in social sciences areas to estimate

path relationship with manifest variables [59, 60].
Most recently, Sarstedt and Dank [61] claimed that
a model with a certain degree of explanatory power
potentially led to immensely different levels of pre-
dictive power and contrarywise despite of having
identical and different contexts. As the proposed
research framework is destined as a frugal fix for
organizations during this turbulent time, predictabil-
ity power is our core priority. These two appealing
merits of PLS-SEM justified its’ usage in the current
study.

4. Data analysis and results

4.1. Respondents’ demographic profile

An outline of the total 336 respondents’ demo-
graphic profiles is provided in Table 1. The majority
of the respondents are females (54.46%) with most of
them in the age group of 25 to 30 years old (38.99%),
followed by the age group of 18 to 24 year old
(32.44%). The married respondents represent many
of the responses with 58.63% while the single respon-
dents contributed 38.39% of the responses. It was
interesting to find out that a large group of respon-
dents have been working with the existing company
for 5 to 10 years. Respondents who are working in
the service sector dominated the samples (66.67%),
followed by the manufacturing sector (18.45%) and
the construction sector (4.17%).

4.2. Internal consistency reliability

Following Hair et al. [63]’s recommendation, the
first step in evaluating PLS-SEM begins with the
measurement model assessment. This assessment
consists of the evaluation of internal consistency reli-
ability, convergent validity, and discriminant validity.
Internal consistency reliability measures the degree to
which the items reflect the latent constructs. It is mea-
sured through composite reliability (CR). According
to Sarstedt et al. [60], a CR values above 0.70 is con-
sidered acceptable. The values of CR for the current
study fall in the range of 0.921 to 0.965 which is
higher than the recommended threshold of 0.70. The
values of Cronbach alpha and rho A were examined
and both values were above the required threshold
values. The results in Table 2 signify that internal
consistency reliability is achieved.
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Table 1

Respondents’ demographic profile

Variable Description Frequency Percentage (%)

Gender Male 153 45.54%

Female 183 54.46%

Age Group 18–24 years old 109 32.44%

25–30 years old 131 38.99%

31–40 years 24 7.14%

41–50 years 27 8.04%

51–60 years 40 11.90%

61 years or above 5 1.49%

Marital status Single 129 38.39%

Married 197 58.63%

Others 10 2.98%

Year of service Less than 5 years 63 18.75%

Between 5–10 years 185 55.06%

More than 10 years 88 26.19%

Sector Manufacturing 62 18.45%

Services 224 66.67%

Agricultural 9 2.68%

Construction 14 4.17%

Retail 12 3.57%

Logistic 5 1.49%

Others 10 2.98%

Total 336 100.00%

4.3. Convergent validity

Convergent validity examines the extent to which
the distinct indicators reflect a construct converging
in comparison to indicators measuring other con-
structs [62]. Hair et al. [63] informed that convergent
validity is evaluated based on the factor loadings and
average variance extracted (AVE). Hair et al. [63]
provided a rule of thumb for the factor loading and
AVE respectively. A factor loading value equal to
and greater than 0.7 is acceptable while an AVE
of 0.5 or higher is considered satisfactory. Most of
the items’ loadings are greater than the threshold
value of 0.7 except WE1, while the AVE is higher
than 0.5.

4.4. Discriminant validity

Discriminant validity is then examined to ensure
that each latent variable is differentiated from other
constructs in the model [63]. Often, it is referred
to as the degree to which the indicators are dis-
tinct from others across constructs. According to

Hair et al. [62], heterotrait-monotrait (HTMT) cri-
terion is recommended to perform the discriminant
validity testing. This is in line with Henseler et al.
[64]’s suggestion of HTMT ratio of correlation cri-
terion for discriminant validity evaluation. Henseler
et al. [64] further explicated that the establishment of
discriminant validity is ascertained when the HTMT
statistics do not exceed 0.85 or 0.90. Table 3 shows
that none of the HTMT values are above 0.90 [64, 65].
Furthermore, all the values of the confidence interval
in Table 3 do not display a value of 1 in between, indi-
cating that discriminant validity has been established
[64, 65].

4.5. Structural model assessment

Upon completion of measurement model assess-
ment, we proceed with the structural model
evaluation which involves the hypotheses testing. The
structural model assessment entails the examination
of path coefficients, coefficients of determinations
(R2), the effect size (f2) and predictive relevance (Q2)
[62]. R2 alludes the overall predictive accuracy of the
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Table 2

Measurement model assessment

Construct Item Loading rho A Composite

Reliability

Average

Variance

Extracted

(AVE)

Employee Empowerment EeEm1 0.882 0.911 0.937 0.789

EeEm2 0.895

EeEm3 0.883

EeEm4 0.893

Employee Involvement EI1 0.838 0.956 0.961 0.733

EI2 0.861

EI3 0.792

EI4 0.860

EI5 0.869

EI6 0.909

EI7 0.884

EI8 0.830

EI9 0.856

Employment Stability ES1 0.880 0.899 0.921 0.701

ES2 0.825

ES3 0.774

ES4 0.876

ES5 0.827

Job Engagement JobEn1 0.837 0.919 0.935 0.741

JobEn2 0.837

JobEn3 0.889

JobEn4 0.864

JobEn5 0.876

Organization Engagement OrgEn1 0.897 0.957 0.965 0.822

OrgEn2 0.914

OrgEn3 0.917

OrgEn4 0.917

OrgEn5 0.874

OrgEn6 0.921

Working Environment* WE2 0.926 0.915 0.946 0.854

WE3 0.922

WE4 0.924

Work Life Balance WLB1 0.871 0.897 0.923 0.751

WLB2 0.911

WLB3 0.826

WLB4 0.855

∗WE1 was removed due to low factor loading.

research model [62]. Cohen [65] provided a guide
of R2 values, with 0.26 indicating large while 0.13
and 0.02 represent medium and small respectively.
The results are available in Table 4. The R2 for Job
engagement was recorded as 44.4%, which indicates
that 44.4% of the variance in Job engagement can be
explained by the independent variables. Meanwhile,

Organizational engagement achieved a R2 of 66.3%
indicating 66.3% of its variance are explained by the
five dimensions of micro-level CSR practices and job
engagement.

For the effect size, Employee empowerment has
a medium effect on Job engagement (f2 = 0.216),
while Employee involvement (f2 = 0.063), Work
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Table 3

Discriminant Validity using HTMT approach

Construct 1 2 3 4 5 6 7

1. Employee Empowerment

2. Employee Involvement 0.569

(0.459,

0.653)

3. Employment Stability 0.573

(0.470,

0.664)

0.586

(0.6487,

0.668)

4. Job Engagement 0.668

(0.580,

0.740)

0.534

(0.404,

0.642)

0.426

(0.283,

0.535)

5. Organization Engagement 0.638

(0.548,

0.713)

0.726

(0.658,

0.794)

0.595

(0.500,

0.671)

0.716

(0.615,

0.792)

6. Work-Life Balance 0.506

(0.428,

0.588)

0.697

(0.637,

0.752)

0.513

(0.411,

0.598)

0.346

(0.236,

0.446)

0.569

(0.482,

0.660)

7. Working Environment 0.626

(0.549,

0.710)

0.643

(0.562,

0.712)

0.648

(0.538,

0.736)

0.527

(0.411,

0.634)

0.653

(0.581,

0.728)

0.682

(0.619,

0.744)

Note: A complete bootstrapping procedure was conducted and the values in the bracket indicate the lower and upper confidence interval

bias-corrected (CIBC).

life balance (f2 = 0.026) and Working environment
(f2 = 0.027) have small effect size on Job engage-
ment. Interestingly, Employment stability has no
effect on Job engagement. Slightly different effect
size was observed on Organizational engagement.
For example, Employee involvement has a medium
effect on Organizational engagement (f2 = 0.193),
while Employee empowerment (f2 = 0.068), Employ-
ment stability (f2 = 0.020) and Working environment
(f2 = 0.030) have small effect size on Organiza-
tional engagement but Work life balance displays no
effect.

In terms of the naïve predictive relevance, it was
assessed using Stone-Geisser Q2 [67], all the predic-
tive values are higher than 0, informing the model
possesses predictive relevance [68].

According to Diamantopoulos and Siguaw [69],
researchers shall address the collinearity issue
through variance inflated factor (VIF) before assess-
ing the structural model. They suggested that VIF
values below 3.3 for each of the constructs signifies
that collinearity is not a threat. Table 4 outlines the
collinearity test results with all the VIF values lower
than 3.3. With this, it concluded the collinearity is not
a threat in the model.

4.6. Results of direct hypotheses testing (direct
effect)

Next, the bootstrapping procedure using 5,000
resampling was performed to generate the t-
values in measuring the statistical significance
of the path coefficients. Table 5 illustrates the
path co-efficient assessment results informing that
there are 8 direct relationships found to be sig-
nificant. There are H1a, H2a, H2b, H3b, H4a,
H5a, H5b and H6. This shows that Employee
empowerment is positive affecting Job engage-
ment (� = 0.451, t = 6.338 > 1.645) in H1a. Employee
involvement is positively affecting Job engage-
ment and Organizational engagement (� = 0.274,
t = 3.329 > 1.645; � = 0.313, t = 4.499 > 1.645) in
H2a and H2b. Interestingly, Employment stability
only positively affecting Organizational engagement
(� = 0.126, t = 2.693 > 1.645) as hypothesized in H3b
but not in Job engagement. While Work-life balance
is positively affecting Job engagement (� = 0.171,
t = 2.561 > 1.645) as hypothesized in H4a but not
in Organizational engagement. As for Working
environment, it is positively affecting Job Engage-
ment and Organizational Engagement (� = 0.181,
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Table 4

Structural model assessment (direct hypotheses testing)

Direct Relationship 95% BCa CI

Std Beta Std Error t-value LL UL R2 Adjusted R2 VIF f2 Q2

H1a: Employee Empowerment 0.444 0.436 0.318

->Job Engagement 0.451 0.071 6.338 0.344 0.569 1.694 0.216 (M)

H2a: Employee Involvement

->Job Engagement 0.274 0.082 3.329 0.146 0.407 2.145 0.063 (S)

H3a: Employment Stability

->Job Engagement –0.014 0.058 0.232 –0.113 0.08 1.748 0.000

H4a: WLB

->Job Engagement 0.171 0.067 2.561 0.287 0.066 2.013 0.026 (S)

H5a: Working Environment

->Job Engagement 0.181 0.067 2.724 0.063 0.279 2.242 0.027 (S)

H1b: Employee Empowerment 0.663 0.588 0.474

->Organizational Engagement 0.052 0.058 0.888 –0.045 0.14 1.694 0.068 (S)

H2b: Employee Involvement

->Organizational Engagement 0.313 0.07 4.499 0.195 0.43 2.145 0.193 (M)

H3b: Employment Stability

->Organizational Engagement 0.126 0.047 2.693 0.041 0.195 1.748 0.020 (S)

H4b: WLB

->Organizational Engagement 0.064 0.049 1.305 –0.014 0.145 2.013 0.000

H5b: Working Environment

->Organizational Engagement 0.101 0.06 1.695 0.004 0.200 2.242 0.030 (S)

H6: Job Engagement

->Org Engagement 0.367 0.062 5.908 0.259 0.467

Notes: p < 0.005, VIF (Variance Inflation Factor); LL (Lower Level), UL (Upper Level), Effect size (f2): <0.02 (Small), 0.15 (Medium), 0.35 (Large).
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t = 2.724 > 1.645; � = 0.101, t = 1.695 > 1.645) in H5a
and H5b. Lastly, Job Engagement is found to be
positively influencing Organizational Engagement
(� = 0.367, t = 5.908 > 1.645) in H6. In short, out of
the five dimensions of micro-level CSR practices,
only two dimensions, namely Employee involvement
and Working environment having significant positive
effects on both Job engagement and Organizational
engagement. Job engagement displayed significant
positive influence on Organizational engagement.

4.7. Results of indirect hypotheses testing
(indirect effect)

Thereafter, we employed Sarstedt et al. [58] and
Preacher and Hayes [70]’s approach in testing the
five mediation hypotheses (H7, H8. H9, H10, and
H11). We specified the indirect effect of the five
dimensions of micro-level CSR practices on Orga-
nizational engagement via Job engagement. Again,
bootstrapping procedure was conducted to test these
mediation hypotheses by generating Biased Cor-
rected and accelerated Confidence Interval (BCa
CI). Preacher and Hayes (2008)’s approach for
mediation analysis was utilized, whereby 0 signi-
fies no mediation. Table 5 shows that there are
four dimensions of micro-level CSR practices (i.e.,
Employee empowerment, Employee involvement,
Working environment and Work-life balance) have
positive significant indirect effects on Organizational
engagement. This was ascertained through BCa CI
with a lower level at 2.5% and an upper level at 97.5%
in H7 [LL = 0.111, UL = 0.230], H8 [LL = 0.049,
UL = 0.178], H10 [LL = –0.114, UL = –0.022], and
H11 [LL = 0.021, UL = 0.110], do not straddle a zero
value in between. Hence, H7, H8, H10 and H11
are supported indicating the presence of indirect. A
comparable result is established through the variance
accounted for (VAF) index [) to decide the size of
the indirect effect. We obtained VAF values of larger
than 20% and less than 80% for H7, H8, H10 and
H11. With VAF values between 20% to 80%, typical
partial mediations are observed for H7, H8, H10 and
H11 [62].

However, when the Job engagement was intro-
duced, Employment stability is no longer showing
significance influence on Organizational engagement
in H9. The result was confirmed through BCA CI with
a lower level at 2.5% and an upper level at 97.5% with
95% [LL = –0.042, UL = 0.031] which there is a zero
value straddles in between. This concludes of H9 is
not supported.
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Table 6

PLS predict assessment

PLS-SEM LM PLS-LM

RMSE MAE Q2 predict RMSE MAE Q2 predict RMSE MAE Q2 predict

JobEn3 1.188 0.876 0.289 1.157 0.881 0.325 0.031 –0.005 –0.036

JobEn5 1.045 0.824 0.399 1.042 0.804 0.403 0.003 0.020 –0.004

JobEn4 1.138 0.891 0.333 1.085 0.843 0.393 0.053 0.048 –0.060

JobEn2 1.219 0.935 0.209 1.235 0.955 0.188 –0.016 –0.02 0.021

JobEn1 1.099 0.870 0.289 1.120 0.881 0.262 –0.021 –0.011 0.027

OrgEn6 1.060 0.756 0.492 1.071 0.794 0.481 –0.011 –0.038 0.011

OrgEn5 1.074 0.810 0.430 1.042 0.788 0.464 0.032 0.022 –0.034

OrgEn4 1.160 0.864 0.408 1.101 0.842 0.466 0.059 0.022 –0.058

OrgEn1 0.986 0.695 0.482 0.999 0.719 0.469 –0.013 –0.024 0.0130

OrgEn3 1.019 0.743 0.485 0.995 0.739 0.509 0.024 0.004 –0.024

OrgEn2 0.973 0.713 0.499 1.002 0.743 0.469 –0.029 –0.03 0.030

4.8. PLSpredicts

Following Shmueli et al. [71]’s recent research,
PLS-SEM is regarded as a causal-predictive applica-
tion. In essence, PLS predict works on the concepts
of segregating training and holdout samples with
the aim to estimate model parameters and evalu-
ate model’s predictive power. With the symmetrical
nature of the prediction error of the existing data,
root mean squared error (RMSE) and mean absolute
error (MAE) were used. Table 6 shows that PLS-
SEM<LM for majority of the indicators in the PLS
analysis. This is demonstrated in the lower RMSE and
MAE values in comparison to the naïve LM bench-
mark. Besides, the Q2 values for the indicators of
PLS model performed better when compared to those
generated for LM model (Q2 > 0). Hence, the results
indicate that current research model has a medium
predictive power to represent reality.

5. Discussion

The protectionist lockdown and social distancing
measures introduced during the worldwide pandemic
have affected many levels of business, from the global
arena to regions, industries, and organizations. When
organizations are compelled to adhere to the lock-
down order, adverse effects are felt not only in terms
of business vitality but also in the form of disen-
gaged employees. From past research, we observe
that employee disengagement is the key antagonist
of an organization as it threatens productivity, per-
formance, and sustainability. The current study thus

sought to deep dive into the utilization of micro-level
CSR as a dual solution for both organizations and
employees.

Based on current empirical research, it is inter-
esting to note that the different dimensions of
micro-level CSR display diverse influences on
employees’ job and organizational engagement. The
findings produce three distinguishable implications
from theoretical, practical, and methodological per-
spectives.

5.1. Theoretical implication

Our first theoretical contribution concerns the
applicability of the Stakeholder Theory and the
SET to micro-level CSR practices. While prior CSR
research (e.g., Miller et al. [72]) has predominantly
focused on external stakeholders for firm perfor-
mance, our study signifies the benefits of focusing on
internal stakeholders for firm survival and resilience
during crises. With reference to the fundamental con-
cepts of the Stakeholder Theory [25], the generation
of value is the core driver of any firm, and this
value is to be shared by a group of stakeholders
as well as all actors in the society. The Stake-
holder Theory further delineates the responsibility of
organizations to their stakeholders. In the pandemic
situation, it bodes well for organizations to discharge
their responsibility to their employees, by implement-
ing micro-level CSR practices. Our findings further
reinforce the importance of the Stakeholder The-
ory in the interconnectivity between business and
society. When organizations play their role perti-
nently through micro-level CSR, such as by ensuring
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employment stability, they cushion employees’ psy-
chological stress. This is significant as Nordt et al.
[73] reported the spike in suicide cases following the
rise in the unemployment rate. Hence, it is also part
of the governance process of corporate managers and
organizations to consider the interest of employees
in this critical context. The absence of micro-level
CSR practices could potentially result in more severe
social issues (e.g., rising suicidal cases and psycho-
logical distress) and unfavorable consequences for
society. Our research findings provide empirical evi-
dence on the outcome of micro-level CSR practices,
i.e., engaged employees, which is much desired in
times of crisis. The Stakeholder Theory works hand-
in-hand with the SET by expanding the benefits of an
engaged workforce from the organizational bound-
ary to societal wellbeing. Using the principles of
the Stakeholder Theory, the findings also extend the
general perception of CSR to become more relevant
to internal stakeholders and showcase the positive
effects of micro-level CSR practices on organizations
and society.

Our second theoretical implication lies in the
detailed reciprocity mechanism of micro-level CSR
and its consequences for organizations and employ-
ees. We utilized the SET concept and proposed
micro-level CSR to create and uphold employees’
engagement in turbulent times. Yet, by examin-
ing employee engagement as a single concept, the
implications derived would have been limited. As
such, we carefully studied the mechanism of micro-
level CSR through employees’ job engagement
and organizational engagement. The results support
the reciprocity approach of the SET. Specifically,
when micro-level CSR practices (e.g., employee
involvement, employee empowerment, working envi-
ronment, and work-life balance) are implemented,
employees’ job engagement is enhanced. However,
for organizational engagement, micro-level CSR
practices appear to take a slightly different path.
That is, employee empowerment does not influence
organizational engagement, while employee involve-
ment, employment stability, working environment,
and work-life balance positively affect organiza-
tional engagement. With this, we highlight the second
theoretical contribution concerning the Engagement
Theory as the reciprocity mechanism underlying
micro-level CSR practices. Our findings expand on
Kahn’s [30] engagement theory, which states that
the precursors of job engagement and organiza-
tional engagement are not uniform but deviated. For
instance, it is interesting to uncover that employment

stability does not lead to job engagement but does
lead to organizational engagement. Without such in-
depth understanding and differentiation of these two
types of engagement, organizations and managers
may get an ‘A’ for effort yet fail to achieve intended
results.

The third theoretical implication emphasizes the
applicability of employee-centered CSR research
in the unprecedented pandemic context. Despite
employee-centered CSR research gaining a foothold
(e.g., Low & Spong, [21], Jamali et al. [10]) in the late
2000 s, most studies were mainly conducted in the
competitive business landscape. In contrast, the cur-
rent study was carried out during a disastrous global
pandemic. The empirical findings inform us that the
execution of micro-level CSR practices does not lead
to divergent impacts from the conventional business
competitive setting. In fact, the inclusion of micro-
level CSR practices is welcome as an internal enabler
to weather through the external challenges. Inher-
ently, micro-level CSR is a favorable strategy to be
considered in various contexts.

5.2. Managerial implication

Many human resource (HR) personnel and man-
agers understand and realize the dampening effects
of disengaged employees. However, Clark [74]
observed that employees’ engagement levels are con-
sistently low despite the best efforts of organizations.
Our study offers some rational explanations for this
phenomenon. We believe the HR personnel and man-
agers would be greatly benefited from these findings.
We adopted a multifaceted approach by separating
employee engagement into job and organizational
engagement in order to fully address motivation
and engagement in the workplace. Drawing from
Saks’s [23] conceptualization, job engagement refers
to the extent of which an individual pays attention
to the performance of his/her role and is absorbed
in his/her work. Meanwhile, organizational engage-
ment denotes an individual’s psychological role in
an organization by doing his/her best. Organizational
engagement is the emotional commitment employ-
ees have to their organizations, which is affected
by factors such as organizational objectives, values,
and beliefs [23]. When everyone involved is equally
committed to the organization’s shared goals and pro-
ductivity, businesses can reap significant advantages.
This understanding guides our deduction that job
engagement incorporates an individual’s enthusiasm
towards his/her job [42] while organizational engage-
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ment delivers the shared values of the organization to
employees.

Despite our findings showing a positive relation-
ship between job engagement and organizational
engagement, it is organizational engagement that
predicts more positive outcomes like organizational
commitment, job satisfaction, and organizational cit-
izenship behaviors. For organizations and industries
that require a cohesive workforce to stay afloat dur-
ing the pandemic challenge, we would therefore
recommend an emphasis on organizational engage-
ment. Our results show that employee involvement,
employment stability, and working environment are
the micro-level CSR practices that nurture organiza-
tional engagement. The amalgamation of micro-level
CSR and organizational engagement instils the
organization’s shared values among employees by
providing a motivational environment to work in
[75]. Additionally, organizationally engaged employ-
ees are prepared and willing to devote their time
and effort to complete their tasks to achieve orga-
nizational goals. This is much needed during an
unprecedented and challenging crisis.

Job engagement delivers a different level of
outcomes compared to organizational engagement.
Since it represents individuals’ enthusiasm towards
their job, it improves employees’ ability and perfor-
mance, and in turn, foster their creativity. Based on
our empirical findings, if organizations wish to bring
employees’ job engagement to a higher level, micro-
level CSR practices under cognitive and physical
categories (e.g., employee empowerment, employee
involvement, working environment, and work-life
balance) would serve this purpose.

Our study highlights the importance for organiza-
tions to draw a distinction between the different types
of engagement to facilitate targeted, evidence-based
interventions that meet their desired outcomes more
effectively. This study also offers practical implica-
tions to organizations and HR practitioners to vary
the use of micro-level CSR practices to achieve the
intended engagement outcome. The absence of a clear
and distinct understanding in this regard would put
most efforts in vain. Nevertheless, micro-level CSR
is recommended on a large scale as it does produce
an overall Matthew effect on organizations during a
crisis.

5.3. Methodological implication

This study adopted PLS-SEM owing to its appeal-
ing assumptions in the social sciences. Recent

developments in PLS-SEM suggest that prediction-
driven explanations are unconventional in the social
sciences [71, 76]. Hence, framing managerial rec-
ommendations as prescriptive statements somewhat
diminishes value and credibility. Kaplan [76] con-
curred that if researchers are unable to successfully
predict the empirical outcome of a certain expla-
nation, they will not have solid ground to accept
the explanation presented in the managerial impli-
cation. Hence, the literature indicates a credential
recommendation based on predication in evaluating
theoretical falsifiability [83]. The predictive scenario
posited herein is substantiated with the assessment of
out-of-sample predictive power in PLSpredict anal-
ysis. Our predictive assessment results reveal that
the proposed research model possessed medium pre-
dictive power in symbolizing reality. We confirm
the achievement of our initial research objective to
examine the influence of micro-level CSR on job
engagement and organizational engagement during
a crisis period.

6. Conclusion

With hopes of offering a frugal fix for struggling
organizations, this study examined the influence of
micro-level CSR practices on the dual dimensions
of employee engagement during the unprecedented
pandemic. The Stakeholder Theory, SET, and
Engagement Theory underpinned the research frame-
work. Overall, the findings evidence micro-level CSR
practices’ significant positive on job engagement
and organizational engagement, albeit to varying
degrees across the dimensions of micro-level CSR.
The results add value to the existing literature,
which has shown that different antecedents lead
to different forms of engagement. Along this vein,
the findings offer an explanation for the failure
of organizations to achieve employee engagement
despite substantial efforts. When job engagement
and organizational engagement are studied distinctly,
organizations can strategize the appropriate tactics
based on targeted goals. Nevertheless, employee
engagement requires both these elements to thrive.
With strong job engagement, employees will appre-
ciate the value of their work and progress towards
successful organizational engagement on a wider
scale. By implementing micro-level CSR to attain
higher organizational engagement, organizations will
be able to weather through this turbulent environ-
ment without sourcing for external assistance. Jung



M.P. Low and M.A. Memon / Micro-level CSR, job engagement, organizational engagement 387

et al. [78] explained that substantial research has
indicated that higher employee engagement results
in lower turnover intention, making engagement the
most influential psychological predictor of employee
retention.

7. Limitations and direction for future
research

Although this research offers several insights, there
are a few limitations that should be considered. First,
the samples were collected using the non-probability
judgment sampling technique. Therefore, the find-
ings suffer from poor generalizability. Additionally,
the size of the respondents’ organizations was not
controlled for in the current research. Firm size may
influence employee engagement and thereby affect
firm performance [79]

The second limitation concerns the use of the cross-
sectional approach, which may limit us from drawing
final conclusions. Though we have put forth a con-
vincing theoretical discussion, future research should
adopt a longitudinal approach to further ascertain
the impact of micro-level CSR practices on job and
organizational engagement. Next, data was collected
during the early MCO phases in 2020. In 2021, the
country moved on to other phases of fighting the
COVID-19 pandemic through the National Recovery
Plan. Therefore, the findings may not be current.

Despite these limitations, our study opens avenues
for future research. Future researchers could address
the concern of generalizability and representation
arising from the non-probability sampling method.
For instance, Cheah et al. [80] and Low et al.
[81] suggested the use of weighted PLS (WPLS)
to achieve better average population estimates when
a set of appropriate weights is possible. Also, the
generalized structured component analysis (GSCA)
approach is recommended for future research, if it
is a composite-based SEM [95]. Meanwhile, future
researchers might consider other antecedents of
employee engagement in the context of the volatile,
uncertain, complex, and ambiguous (VUCA) envi-
ronment, such as leadership, employees’ subjective
age, work meaningfulness, the job resource model,
and other organizational variables. Likewise, upcom-
ing research could explore more organizational
outcomes of micro-level CSR, such as organizational
resilience, performance, creativity, and innovative-
ness (e.g., Aldabbas et al. [82]) and perform a
comparison of during and post-crisis. Alternatively,

the execution of micro-level CSR could be further
examined in future research by linking it with the
United Nations Sustainable Development Goals.
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